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DELL  POWEREDGE  2200  SERVER 
233MHz  PENTIUM'  II  PROCESSOR 

Dual  Processor  Capable,  RAID  Capable 


•  64MB  ECC  EDO  Memory 

•  512KB  Integrated  L2  ECC  Cache 

•  Integrated  PCI  Ultra-Wide  SCSI-3  Controller 

•  4GB  Ultra-Wide  SCSI-3  Hard  Drive 
(7200  rpm,  8ms) 

•  24X  Max’"  Variable  SCSI  CD-ROM  Drive 

•  Intel  Pro/1 00B  PCI  Ethernet  Adapter 

•  Intel  LANDesk®  Server  Manager  v2.5x 

•  6  Expansion  Slots:  3  PCI/3  EISA 

•  6  Drive  Bays:  3  External  5.25"/3  Internal  3.5“ 

•  3  Years  Next-Business-Day  On-site4  Service 

•  7X24  Dedicated  Server  Hardware  Technical 
Telephone  Support 

•  Upgrade  to  266MHz  Pentium  II  Processor, 
add  $300. 

$2999 

Business  Lease0:  $1 09/Mo.,  36  Mos. 

Order  Code:  250102 


DELL  POWEREDGE  2200  SERVER 
300MHz  PENTIUM  II  PROCESSOR 


Dual  Processor  Capable,  RAID  Capable 


128MB  ECC  EDO  Memory 
512KB  Integrated  L2  ECC  Cache 
Integrated  PCI  Ultra-Wide  SCSI-3  Controller 
4GB  Ultra-Wide  SCSI-3  Hard  Drive 
(7200  rpm,  8ms) 

24X  Max””  Variable  SCSI  CD-ROM  Drive 
Intel  Pro/1 00B  PCI  Ethernet  Adapter 
MS®  Windows  NT  Server  4.0(10  Client 
Access  Licenses) 

Intel  LANDesk  Server  Manager  v2.5x 
6  Expansion  Slots:  3  PCI/3  EISA 


•  6  Drive  Bays:  3  External  5.2573  Internal  3.5“ 

•  3  Years  Next-Business-Day  On-site4  Service 

•  7X24  Dedicated  Server  Hardware  Technical 
Telephone  Support 

•  Upgrade  to  a  9GB  Ultra-Wide  SCSI-3  Hard 
Drive,  add  $400. 

•  APC  Smart- UPS  700W Power  Supply,  add  $369 


$4999 

Business  Lease”:  $1 77/Mo. ,  36  Mos. 
Order  Code:  250104 


DELL  POWEREDGE  2200  SERVER 
266MHz  PENTIUM  II  PROCESSOR 

Dual  Processor  Capable,  RAID  Capable 


•  96MB  ECC  EDO  Memory 

•  512KB  Integrated  L2  ECC  Cache 

•  Integrated  PCI  Ultra-Wide  SCSI-3  Controller 

•  9GB  Ultra-Wide  SCSI-3  Hard  Drive 
(7200  rpm,  8ms) 

•  24X  Max””  Variable  SCSI  CD-ROM  Drive 

•  Intel  Pro/1 00B  PCI  Ethernet  Adapter 

•  Intel  LANDesk  Server  Manager  v2.5x 

•  6  Expansion  Slots:  3  PCI/3  EISA 

•  6  Drive  Bays:  3  External  5.2573  Internal  3.5“ 

•  3  Years  Next-Business-Day  On-site4  Service 

•  7X24  Dedicated  Server  Hardware  Technical 
Telephone  Support 

•  12/24GB  Variable  SCSI  DAT  Tape  Backup 
Unit,  add  $1099. 


$3999 

Business  Lease0:  $1 42/Mo.,  36  Mos. 
Order  Code:  250103 


DELL  POWEREDGE  4200  SERVER 
TWO  266MHz  PENTIUM  II  PROCESSORS 

Mid-Range  Server  with  Redundancy 


•  64MB  ECC  EDO  Memory 

•  512KB  Integrated  L2  ECC  Cache 

•  2  Integrated  PCI  Ultra  SCSI-3  Controllers 

•  4GB  Ultra-Wide  SCSI-3  Hot-Plug  Hard  Drive 
(7200  rpm,  8ms) 

•  24X  Max””  Variable  SCSI  CD-ROM  Drive 

•  Intel  Pro/1 00B  PCI  Ethernet  Adapter 

•  Redundant  Hot-Plug  Power  Supplies 

•  Intel  LANDesk  Server  Manager  v2.5x 

•  Integrated  Dell  Remote  Assistant 

•  8  Expansion  Slots:  5  PCI/3  EISA 

•  10  Drive  Bays:  4  External  5.2576  Hot-Plug  3.5” 

•  1  Year  DirectLineSM  Network  OS  Support 

•  3  Years  Next-Business-Day  On-site4  Service 

•  7X24  Dedicated  Server  Hardware  Technical 
Telephone  Support 

•  Upgrade  to  Two  300MHz  Pentium  II  Processors, 
add  $800. 

NOT  PICTURED 

$5999 

Business  Lease0:  $21 2/Mo. ,  36  Mos. 

Order  Code:  250105 


DELL  POWEREDGE  SERVERS. 
EXPANDABILITY  FOR  YOUR  GROWING  BUSINESS. 


Do  your  PC  capabilities  measure  up  to  your  company's 
growing  needs?  Then  take  a  look  at  the  Dell’  PowerEdge' 
2200  server,  the  feature-optimized  server  with  the  perfect 
mix  of  performance  and  expandability,  that  can  be  yours 
for  one  of  the  best  prices  in  the  industry.  Advanced 
technology  like  dual  Pentium1  II  processor  capability,  ECC 
EDO  memory  and  an  optional  RAID  feature  delivers 
outstanding  performance.  For  more  complex  networking 
environments  and  mission  critical  applications,  the  Dell 
PowerEdge  4200  server,  with  its  redundant  hot-plug  hard 
drives,  high  speed  fans  and  optional  redundant  hot-plug 
power  supplies  offers  incredible  data  security.  Find  the 
idea  growing  on  you?  Call  Dell  today. 

D&UL 


TO  ORDER  TOLL-FREE 


800-284-7766 

TO  ORDER  ONLINE 

www.dell.com/buydell 

Mon-Fri  7am-9pm  CT  •  Sat  10am-6pm  CT 
Sun  12pm-5pm  CT  In  Canada^call  800-839-0148 
GSA  Contract  #GS-35F-4076D 

Keycode  #13058 


The  Dell  PowerEdge  4200  server  is  subject  to  verification 
to  the  FCC  Class  A  radio  frequency  emission  standards. 
It  is  not,  and  may  not  be,  offered  for  sale  or  lease  for 
use  in  a  residential  environment. 


tfor  a  complete  copy  of  our  Guarantees  or  Limited  Warranties,  please  write  Dell  USA  LP„  Attn: 
Warranties,  One  Dell  Way,  Box  12,  Round  Rock,  TX  78682.  ^Business  leasing  arranged  by  Dell 
Financial  Services  L.P.,  an  independent  entity,  to  qualified  customers.  Lease  payments  based 
on  36-month  lease,  and  do  not  include  taxes,  fees  and  shipping;  subject  to  availability. 
Lease  terms  subject  to  change  without  notice.  AOn-site  service  is  provided  by  an  independent 
third-party  provider  and  may  not  be  available  in  certain  remote  areas.  “24X  Max/1 2X  Min 
★Prices  and  specifications  valid  in  the  U.S.  only  and  subject  to 
change  without  notice.  Intel,  the  Intel  Inside  Logo,  Pentium  and 
LANDesk  are  registered  trademarks  and  EtherExpress,  the 
Pentium  Processor  logo,  the  Pentium  Pro  Processor  logo  and 
MMX  are  trademarks  of  Intel  Corporation.  MS,  Microsoft, 

Windows  and  Windows  NT  are  registered  trademarks  of 
Microsoft  Corporation.  3Com  is  a  registered  trademark  of  3Com 
Corporation.  Dell,  the  Dell  logo  and  Latitude  are  registered 
trademarks,  Inspiron  is  a  trademark  and  DirectLine  is  a  service 
mark  of  Dell  Computer  Corporation.OI 997  Dell  Computer 
Corporation.  All  rights  reserved 
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ORIGIN”*  SERVER. 
THE 

BANDWIDTH 

engine: 


To  begin,  you  have  data. 
To  compete,  you  must 
understand  it.  To  win, 
you  must  wield  it  more 
strategically.  Bandwidth 
for  bigger  problems. 
Bandwidth  for  better 
decisions.  Bandwidth 
for  the  next  century. 


At  the  core  of  your  business. 

Data  is  your  biggest  strategic  asset.  Today, 
business  success  is  created  by  those  who 
can  analyze,  distribute,  access,  and  exploit 
data  more  effectively.  To  do  that,  you  need 
larger  and  larger  bandwidth. 

At  Silicon  Graphics,  we’ve  spent  years 
providing  the  bandwidth  to  tackle  the 
world’s  toughest  strategic  computing 
problems.  Today  that  capability  is  available 
only  from  the  Silicon  Graphics  Origin 
Server,  the  Bandwidth  Engine. 
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INTRODUCTION  Can  IS  be  saved  from  the  ravages  of  the 
staffing  crisis?  By  Tom  Field 


Desperate  Times,  Creative  Measures 

OVERVIEW  To  meet  the  challenge  of  the  current  IS  staffing 
environment,  some  companies  have  developed  innovative 
solutions  to  recruit  and  retain  IS  talent.  By  Peter  Fabris 


Cross  the  Chasm 

THE  HR  CONNECTION  CIOs  with  the  smarts  to  educate  and 
plan  with  their  HR  colleagues  gain  the  competitive  advantage 
of  low  staff  turnover.  By  Lauren  Gibbons  Paul 


Cast  a  Wider  Net 

ONLINE  RECRUITMENT  Have  a  few  IS  jobs  to  fill? 
The  Web  is  turning  into  the  best  place  to  fish  for  new 
talent.  By  Ruth  Greenberg 


Playing  for  Keeps 

RETENTION  IS  staff  is  moving  as  fast  as  technology. 
CIO  looks  at  how  four  organizations  are  holding 
on  to  what  they’ve  got.  By  Alex  Frankel 


Back  to  the  Books 

RETRAINING  Take  a  lesson  from  companies 
that  have  found  successful  ways  to  retrain 
and  retain  valued  veterans.  By  Tom  Field 


Cover  photo  by  Logan  Seale 
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Sure  it  still  runs. 
But  it's  costing 
a  fortune. 


If  your  company’s  mainframe  data  is  still  being  run  through 
private  lines,  you’ve  got  a  big  old  guzzler  on  your  hands. 

The  fact  is,  your  SNA  is  nowhere  near  as  efficient  as  it  would  be 
if  you  converted  from  private  lines  to  MCI’s  advanced  frame  relay 
network.  Converting  could  save  you  up  to  40%  —  and  allow  your 
systems  to  finally  work  together. 


Not  the  car. 


Your 


data  management 

. 

system. 


Doing  it  is  easier  than  you’d  think. 

And  with  those  savings,  you  could  equip  your  company  with 
other  high  performance  vehicles,  like  a  Web  site  or  intranet. 

The  road  is  wide  open. 

For  more  information,  visit  www.mci.com  or  call  1-800-659-5479. 


Is  this  a  great  time,  or  what? 


- 

MCI 


©1997  Novell,  Inc.  All  rights  reserved.  Novell  and  GroupWise  are  registered  trademarks,  and  Rock  the  Net  is  a  trademark  of  Novell,  Inc.  in  the  United  States  and  other  countries. 

Java  is  a  registered  trademark  of  Sun  Microsystems,  Inc.  in  the  United  States  and  other  countries. 
*  1 997  CNI  research  evaluation  of  Novell  GroupWise,  Lotus  Notes,  and  Microsoft  Exchange. 


ONE 

GIANT  LEAP 
FOR  E-MAIL 

Imagine,  e-mail  that  goes  where  no  e-mail  has  gone  before. 

Using  the  Internet  as  its  launching  pad,  e-mail  that  can  circle  the  planet  to  make  workgroups  work. 

Expanded  e-mail  that  makes  users  six  times  more  productive  than  users  of  competitive  products* 

With  the  freedom,  flexibility,  and  friendliness  of  an  out-of-the-box  solution — 
that  can  still  be  easily  optimized  to  your  needs. 

And  can  leverage  your  existing  network  investment  for  maximum  impact  at  minimum  cost. 

Novell  GroupWise  5.2  makes  it  possible. 

m  m. 

GroupWise®  5.2  technology  is  as  easy  to  use  as  ordinary  e-mail, 

but  offers  a  rich  array  of  expanded  capabilities — such  as  calendaring  and  scheduling,  document  management,  workflow,  imaging, 

threaded  discussions  and  status  tracking — that  takes  ordinary  e-mail  out  of  this  world. 

And  puts  a  whole  new  world  of  productive  tools  within  reach  of  any  user,  any  browser,  any  platform, 
any  server  (yes,  even  NT).  It's  also  Java®-enabled,  easy  to  learn  and  easy  to  administer. 

It's  no  wonder  nearly  three  out  of  four  people  who  try  GroupWise,  buy  it. 

So  try  it — FREE.  Get  a  free  three-user  CD  version  of  the  full  product  by  calling  1-800-778-1850  or  download  it  from  our  Web  site. 

It's  a  small  step  for  you — but  a  giant  leap  for  your  business. 
www.novell.com/groupwise/leap 

Novell. 


GroupWise 


30  Taking  Stock  for  Future  Shock 

EXPERT  ADVICE  IS  organizations  will  require  new 
cultures  and  pay  systems  to  manage  a  new  breed  of 
employee.  By  David  W.  Foote 


40  Staff  for  Rent 

FORRESTER  VIEW  There  is  a  method  to  manage 
deployment  of  internal  IS  and  external  contractors. 
By  Bob  Chatham 


44  Plenty  of  Fish  in  the  Sea?  Not  This  Year. 

YEAR  2000  CHALLENGE  To  survive  the  squeeze  on  Y2K 
talent,  try  these  tips  for  finding  and  keeping  the  right  folks. 
By  Scott  Kirsner 


1 06  Act  Like  You  Care 

FIRST  PERSON  If  there’s  an  IS  staffing  crisis  going  on, 
why  do  so  many  companies  treat  prospective 
employees  as  a  nuisance?  By  John  Care 


110  Innovative  Training  Tools 

EMERGING  TECHNOLOGY  The  virtual  classroom  makes 
learning  easier — and  cheaper.  By  John  Edwards 
Staffing  •  Intelligent  agents  •  Document 
management  •  Y2K  conversion 


1 24  Contra  Costa  County's  Steve  Steinbrecher 

SHOP  TALK  A  California  county’s  CIO  discusses  recruiting 
students.  By  Tom  Field 
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N  E  T  W  0  R  K 


Introducing  Network 
Computing  from  Oracle 


Once  your  company  begins  the  trans 


formation  to  network  computing 


^s  will  never 


same- 


or  your  competition.  For  starters, 


network  computing  costs  are  39%  less 


than  a  desktop  computing  environment 


In  addition  to  being  able  to  use  your 


existing  hardware,  you’ll  reduce  costs 


when  it  comes  to  network  maintenance 


software  upgrades  and  technical 


support.  With  network  computing,  the 


critical  information  your  company  needs 


is  dependable,  accessible,  accurate. 


Applications  and  data  are  stored  on  a 


professionally  managed  network,  so  you 


install  software  one  time  to  get  started 


everyone  is  upgraded  and  updated 


instantly.  Leaving  you  the  opportunity 


to  respond  rapidly  and  intelligently 


to  change.  To  implement  new  business 


procedures  from  one  central  location 


To  expand  your  reach  into  new  markets 


and  distribution  channels.  Network 


computing.  It  is  real.  It  is  available 


It  is  remarkable.  It  is  time 


Find  out  more.  Visit  nc.oracle.com 


or  call  1-800-633-0821 ,  ext.  12338 


cor  a  free  brochure. 


Enabling  the  Information  Age’ 


If  you  look  closely 


you  can 


competitors  crying 


f^n  of  Gatevww  wo  3s  ji 


No  endorsement  can  make  you  feel  comfortable  unless 
it  comes  from  a  credible  source.  And  with  one  major 
corporation  after  another  switching  to  Gateway  2000, 
that’s  exactly  what  you  get. 

Like  you,  other  corporate  IS/IT  managers  needed  business 
computers  specifically  designed  to  meet  their  needs  and 
exceed  their  expectations.  So  that’s  precisely  what  we  gave  them. 

For  starters,  the  E-Series  desktop  line  meets  manageability  head- 
on  with  features  like  stable  network-ready  platforms, 
DMI  compliance  and  LANDesk  Client  Manager.  So  your 
company  can  grow  at  its  own  pace. 

And  no  one  in  the  industry  can  match  the  degree  of 
modularity  offered  by  Gateway™  Solo™  portable  computers. 
Now,  not  only  can  you  switch  components  individually  with 
one  product,  you  can  also  switch  components  across  the  current 
Gateway  Solo  line. 


We  also  have  a  full  line  of  servers  that  are  among  the  industry 
leaders  in  fault-tolerance  capabilities.  And  each  server  is 
equipped  with  components  that  allow  for  easy  scaleability  in 
memory  and  expansion  in  network  size.  So  if  your  company 
grows  from  30  employees  to  3,000,  now  your  network  can  too. 

Of  course,  our  full  line  of  workstations  can  grow  with  you  as 
well.  Each  workstation  is  certified  with  Microsoft  Windows  NT 
and  leading  application  software.  And  each  one  features 
industry-leading  graphic  power  which  provides  you  with 
uncompromising  performance. 

The  way  we  see  it,  when  it  comes  to  business  computers, 
we  won’t  stop  until  we’re  the  leader.  So  give  us  a  call,  and  we’ll 
put  you  in  touch  with  one  of  our  sales  representatives. 
They’ll  be  happy  to  answer  all  your  questions.  Of  course, 
you  could  also  talk  to  our  friends  at  Union  Pacific,  Ocean 
Spray,  Hughes  Defense  Communication ... 


I 


E-1000  166  Low  Cost  Network-Ready  Desktop  •  Intel'  166MHz  Pentium'  Processor  with  MMX™  Technology  •  16MB  SDRAM  ■  256K 
Pipelined  Burst  Cache  •  EV500  .28  Screen  Pitch  15“  Monitor  (13.9"  viewable)  ■  Integrated  PCI  Video  with  2MB  DRAM  ■  2GB  Ultra  ATA 
Hard  Drive  ■  3.5"  Diskette  Drive  >  16-Bit  Sound  Blaster'  Compatible  Business  Audio  •  Integrated  10/100  Fast  Ethernet  •  E-Senes  Low-Profile 
Desktop  Case  *  104'  Keyboard  St  Mouse  ■  Microsoft*  Windows'  95  ■  Desktop  Management  Interface  (DMI)  1.1  Compliant  ■  Intel 
LANDesk’  Client  Manager  3.01  $1099  Business  Lease  *$40/mo. 

E-3110  233  Mainstream  Network -Ready  Desktop  ■  Intel  233MHz  Pentium*  II  Processor  with  MMX  Technology  ■  32MB  SDRAM 

■  Integrated  512K  Pipelined  Burst  Cache  ■  EV700  .28  Screen  Pitch  17“  Monitor  (15.9"  viewable)  ■  AccelGraphics'  Permedia'  2  32-Bit  AGP 
with  8MB  SGRAM  ■  4GB  Ultra  ATA  Hard  Drive  ■  12/24X  CD-ROM  Drive  and  3.5"  Diskette  Drive  ■  3Com'  Ethernet  Adapter  ■  E-Series 
Mid-Tower  Case  (shown  with  desktop  case  option)  ■  104'  Keyboard  and  MS  IntelliMouse™  ■  MS  Windows  95  ■  (DMI)  1.1  Compliant 

■  Intel  LANDesk  Client  Manager  3.01  ■  Gateway  Gold™  Service  and  Support  for  E-Series  PCs'  $1999  Business  Lease  $73/mo. 

E-3110  300  High  Performance  Network-Ready  Desktop  ■  Intel  300MHz  Pentium  II  Processor  with  512K  ECC  Cache  ■  64MB  SDRAM 

■  EV900 .26  Screen  Pitch  19"  Monitor  (18"  viewable)  ■  AccelGraphics  Permedia  2  32-Bit  AGP  with  8MB  SGRAM  ■  8.4GB  Ultra  ATA  Hard 
Drive  ■  12/24X  CD-ROM  Drive  and  3.5"  Diskette  Drive  ■  3Com  Ethernet  Adapter  ■  E-Series  Mid-Tower  Case  ■  104'  Keyboard  and  MS 
IntelliMouse  ■  MS  Windows  95  ■  (DMI)  1.1  Compliant  ■  Intel  LANDesk  Client  Manager  3.01  ■  Gateway  Gold  Service  and  Support  for 
E-Series  PCs*  $2899  Business  Lease  '$106/010. 

E-5000  300  Technical  Workstation  ■  Intel  300MHz  Pentium  II  Processor  (expandable  to  two  processors)  ■  128MB  ECC  SDRAM  ■  EV900 
.26  Screen  Pitch  19"  Monitor  (18"  viewable)  ■  8MB  AccelGraphics  Permedia  2  AGP  Graphics  Card  *  Seagate"  9GB  10,000  RPM  Ultra  Wide 
SCSI  Hard  Drive  ■  12X  SCSI  CD-ROM  Drive  and  3.5"  Diskette  Drive  ■  3Com  10/100  PCI  Network  Card  •  E-Series  Workstation  Tower 
Case  ■  104*  Keyboard  &  MS  IntelliMouse  ■  Intel  LANDesk  Client  Manager  3.01  ■  MS  Windows  NT'  4.0 
$4799  Business  Lease  "$176/mo.  CDRS-03  32.42 

Gateway  Solo  2300  Portable  *  12.1"  SVGA  TFT  or  SVGA  DSTN  Color  Display  ■  Intel  Pentium  Processor  with  MMX  Technology  up  to 
233MHz  ■  SDRAM  Expandable  to  192MB  "  256K  Pipelined  Burst  Cache  ■  128-Bit  Graphics  Accelerator  w/64K  Colors  •  Up  to  4GB  Hard 
Drive  ■  Modular  3.5"  Diskette  Drive  •  Modular  7X  min/llX  max  CD-ROM  Drive  ■  16-Bit  Wavetable  Sound  &  Stereo  Speakers  ■  NiMH 
Battery  &  AC  Pack  or  a  12-Cell  Lithium  Ion  Battery  &  AC  Pack  ■  85-Key  MS  Windows  95  Keyboard  ■  Carrying  Case  ■  NTSC/PAL  Video 
Out  ■  USB  Ports  &  Zoomed  Video  ■  MS  Windows  95  or  MS  Windows  NT  4.0  ■  MS  Works  95  or  MS  Office  97,  Small  Business  Edition  plus 
Bookshelf"  96  ■  LapLink*  for  Windows  95  &  McAfee®  VirusScan  ■  Gateway  Gold  Service  and  Support  for  Portable  PCs 
Prices  starting  at  $2099  (Quantity  1)  Business  Lease  :$77/mo. 

Gateway  Solo  9100  Portable  ■  13.3"  or  14.1 "  XGA  TFT  Color  Display  (1024  x  768  resolution)  ■  Intel  Pentium  Processor  with  MMX 
Technology  via  Intel’s  Mobile  Module  (I.M.M.)  ■  SDRAM  Expandable  to  192MB  ■  512K  Cache  ■  4MB  EDO  Video  RAM  (1280  x  1024  exter¬ 
nal)  ■  Up  to  5GB  Hard  Drive  ■  Removable  Combo  6X  min/1  IX  max  CD-ROM  &  3.5"  Diskette  Drives  ■  Premium  Sound  System  w/16-Bit 
Wavetable  Sound  &  Yamaha'  Stereo  Speakers  ■  12-Cell  Lithium  Ion  Battery  &  AC  Pack  ■  Full  88-Key  MS  Windows  95  Keyboard  ■  Carrying 
Case  ■  NTSC/PAL  Video  Input  &  Output  ■  USB  Ports  &  Zoomed  Video  *  15-Pin  MIDI/Game  Port  ■  MS  Windows  95  or  MS  Windows  NT 
4.0  ■  MS  Works  95  or  MS  Office  97,  Small  Business  Edition  plus  Bookshelf  96  ■  LapLink  for  Windows  95  &  McAfee  VirusScan  ■  Gateway 
Gold  Service  and  Supportfor  Portable  PCs  Prices  Starting  at  $3399  (Quantity  1)  Business  Lease  ‘$124/mo. 

NS-7000  300  Workgroup  Class  Server  ■  Intel  300MHz  Pentium  II  Processor  with  512K  Cache  (expandable  to  two  processors)  ■  Error- 
Checking  and  Correcting  Memory  Subsystem  with  64MB  RAM  ■  Several  RAID  Upgrades  Available  •  4GB  Ultra  Wide  SCSI  Hard  Drive  ■ 
12X  SCSI  CD-ROM  Drive  and  3.5"  Diskette  Drive  ■  3Com  10/100  Ethernet  Adapter  ■  Seven-Bay  Server  Tower  Case  ■  325-Watt  Power 
Supply  ■  104*  Keyboard  Sr  Microsoft  IntelliMouse  ■  InforManager™  Server  Management  System  with  ActiveCPR  Processor  Protection 
$3299  Business  Lease  :$121/mo. 

NS-8000  300  Department  Class  Server  ■  Intel  300MHz  Pentium  II  Processor  with  512K  Cache  (expandable  to  two  processors)  ■  Enor- 
Checking  and  Correcting  Memory  Subsystem  with  128MB  RAM  ■  Quick  Hot-Swap  (OHS)  RAID  Storage  System  with  Three 
Channel  Controller  •  Three  Hot-Swappable  4.2GB  SCA  Hard  Drives  ■  12X  SCSI  CD-ROM  Drive  and  3.5"  Diskette  Drive  ■  3Com  10/100 
Ethernet  Adapter  ■  Thirteen-Bay  Server  Tower  Case  ■  Dual  365-Watt  Redundant  Power  Supplies  with  Loadshare  Capability  ■  104'  Keyboard 
&  MS  IntelliMouse  ■  InforManager  Server  Management  System  with  ActiveCPR  Processor  Protection  $7999  Business  Lease  '$286/mo. 

NS-9000  200LS  Enterprise  Class  Server  ■  Two  Intel  200MHz  Pentium'  Pro  Processors  with  512K  Cache  (expandable  to  six  processors) 

■  Error-Checking  and  Correcting  Memory  Subsystem  with  128MB  RAM  •  Quick  Hot-Swap  (QHS)  RAID  Storage  System  with  Three 
Channel  Controller  ■  Three  4.2GB  SCA  SCSI  Hard  Drives  ■  12X  SCSI  CD-ROM  Drive  and  3.5"  Diskette  Drive  ■  3Com  10/100  Ethernet 
Adapter  ■  Double-Wide  Fourteen-Bay  Chassis  •  N+l  Power  Supply  Subsystem  with  Two  Hot-Pluggable  350-Watt  Power  Supplies 
(upgradeable  to  four)  ■  104'  Keyboard  &  MS  IntelliMouse  ■  InforManager  Server  Management  System  with  ActiveCPR  Processor 
Protection  $12,999  Business  Lease  *$464/mo. 


GATEWW2QOO 


YOU'VE  GOT  A  FRIEND  IN  THE  BUSINESS 

CALL  1-888-888-0952  www  .gateway.com 
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LETTER  FROM  THE  EDITOR,  READER  FEEDBACK 
AND  HOW  TO  REACH  US 


I  have  the  current  issues  of  a  few  business 

magazines  in  front  of  me,  and  I’m  struck  by  similarities  in  their  covers  and  con¬ 
tent.  Fast  Company's  “Free  Agent  Nation”  focuses  on  the  growing  number  of 
people  (25  million  and  counting)  who  choose  to  be  self-employed.  In  “@Work,” 

Forbes  ASAP  Editor  Rich  Karlgaard  pro¬ 
claims,  “It’s  1997  and  command  and  con¬ 
trol  is  dead.”  Inc.  Technology's  cover  story 
tells  how  William  R.  Pape,  former  CIO  at 
VeriFone  Inc.,  hired  his  replacement  in 
(and  for)  a  virtual  environment.  And  this 
issue  of  CIO  focuses  on  how  to  survive 
the  IS  staffing  crisis. 

Business  is  booming  in  the  United 
States.  The  economy  is  strong,  and  unem¬ 
ployment  is  at  a  rock-bottom  low.  This  is 
a  good  thing.  It  fosters  more  democratic 
spirit  in  the  workplace  and  brings  pros¬ 
perity  and  security  to  all.  But,  as  usual, 
the  upside  has  a  downside.  While  it’s 
great  to  have  a  need  for  new  positions,  it’s  bloody  hard  to  fill  them.  I 
heard  one  statistic  that  put  IS  unemployment  at  negative  17  percent.  It’s  no 
wonder  CIOs  are  tearing  their  hair  out. 

If  indeed  25  million  people  are  working  for  themselves  instead  of  holding 
full-time  positions,  then  corporate  America  had  better  come  up  with  some  new 
ways  of  addressing  its  staffing  needs.  In  today’s  labor  market,  you  can’t  afford 
to  be  arrogant  or  cavalier  or  lazy  when  it  comes  to  organizing  your  staff. 

This  issue  of  CIO  is  filled  with  real-life  examples  of  creative,  resourceful 
approaches  to  addressing  the  crisis:  using  powerful  technology  and  the  Web  to 
process  applications  from  the  widest  possible  pool  of  candidates  (see  “Cast  a 
Wider  Net,”  Page  80);  investing  as  much  as  a  half-million  dollars  in  IS  training 
programs  (“Back  to  the  Books,”  Page  98);  offering  employees  flexible  work 
arrangements,  higher  salaries  and  clear  career  paths  (“Playing  for  Keeps,”  Page 
90);  and  tapping  some  pretty  unorthodox  labor  pools  (“Shop  Talk,”  Page 
124).  This  may  be  one  of  the  most  useful  editions  of  CIO  ever. 

This  issue  would  not  have  come  about  without  the  leadership  of  a  member 
of  CIO’s  staff,  Senior  Writer  Tom  Field.  As  we  began  to  recognize  the  severity 
of  the  IS  labor  problem  in  the  spring,  Tom  rallied  support  for  a  special  report 
on  the  topic,  conceptualized  a  strong,  well-rounded  issue  and  led  the  team 
effort  to  produce  it.  Fie  did  a  great  job. 

Have  you  devised  an  unusual  approach  to  staff  development?  Or  would  you 
just  like  to  commiserate  with  your  peers?  Join  us  and  other  CIO  readers  in  our 
online  forum  at  www.cio.com/forums/staffing. 
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E-MAIL  QUICHES 
SENDING  YOU 

Easy  does  it.  OK... now  gently  place  the  keyboard  back  down  on  your  desk.  Sun™  Internet  Mail  Server™  Software  offers 


an  ultrareliable,  interoperable  mail  system  that  works  seamlessly  across  your  global 


network-eliminating  the  aggravation  of  lost  or  unreadable  messages.  By  providing  an 


uninterrupted  flow  of  communication,  you’ll  be  able  to  grow  your  business 


Network 

Software 

Solutions 


without  limits.  But  not  to  worry,  our  mail  server  software  is  scalable  enough  to  grow  right  along  with  it.  What’s  more, 


microsystems 


you’re  covered  by  Sun’s  consulting,  education  and  support  services.  So  relax,  take  a  deep  breath,  and  visit  our  Web 


©1997  Sun  Microsystems.  Inc.  All  rights  reserved.  Sun.  Sun  Microsystems.  SunSoft,  the  Sun  Logo.  Sun  Internet  Mail  Server  and  The  Network  Is  The  Computer  are  trademarks  of  Sun  Microsystems.  Inc.  in  the  United  States  and  other  countries 


In  Box 


NO  NEED  TO  FAIL 
Projects  fail  because  software  organi¬ 
zations  continue  to  use  the  same 
methods  and  tools  [“When  Bad 
Things  Happen  to  Good  Projects,” 
CIO  Section  1,  Oct.  15, 1997].  We  are 
quick  to  use  new  languages,  databases, 
operating  systems  and  other  technolo¬ 
gies  but  remain  unaware  of  new 
requirements,  elicitation  methods  and 
project  management  tools. 

For  example,  a  method  called  domain 
analysis,  developed  at  the  Software  Engi¬ 
neering  Institute  [at  Carnegie  Mellon 
University],  deals  with  project  scope, 
requirements  understanding  and  require- 


Howto  Reach  Us 
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ments  volatility.  In  addition, 
the  Airlie  Software  Council,  composed 
of  more  than  20  of  the  software  indus¬ 
try’s  leading  experts,  has  identified  met¬ 
ric-based  scheduling  and  management 
as  one  of  the  nine  principal  best  practices 
for  software  management.  Software 
organizations  that  use  models  based  on 
similar  history  projects  for  estimating  and 
management  proved  that  they  have 
gained  the  ability  to  consistently  de¬ 
velop  high-quality,  fully  functional  soft¬ 
ware,  on  time  and  within  budget. 

Randy  Mathis 
Vice  President 
Information  Architects 
Los  Angeles 
InsiGuru@aol.com 

GOOD  FOR  CIO  WEB  BUSINESS 
I’d  like  to  commend  you  on  the  finest  pub¬ 
lication  with  a  focus  on  the  business  side 
of  the  opportunities  and  challenges  of 


Internet  initiatives  that  I  have 
seen  to  date.  It’s  unusual  to  find 
one  article  in  a  single  issue 
[of  any  publication]  of  real 
value.  I  found  the  entire  Oct.  1, 
1997,  debut  issue  of  CIO  Web 
Business  to  be  of  great  value.  I 
hope  you  can  sustain  what 
is  a  great  start  in  a  segment 
of  the  Web  that’s  generally 
underrepresented — business 
and  profiles  of  innovation. 

Chris  Sweeney 
Chairman 
Internet  Business  Forum 
Pittsburgh 
netforum@icubed.  com 


CORRECTION 

I  believe  the  translations  from  pounds  to 
dollars  in  “Power  Steering”  [CIO  Section 
1,  Oct.  15, 1997]  are  incorrect.  Twenty 
million  pounds  is  closer  to  $30  million 
than  to  $12.4  million.  A  second  figure 
later  in  the  article  has  the  same  error. 

Charles  Fyfe 
Manager,  IT  Control  &  Administration 
Carolina  Power  and  Light  Co. 

Raleigh,  N.  C. 
charles.fyfe@cplc.com 

Editor’s  Note:  You’re  right.  The  conver¬ 
sion  rate  is  roughly  $1.67  to  one  pound. 
Twenty  million  pounds  translates  to 
$33.4  million.  We  regret  the  error. 


Build  it,  and  they 

will  not  come. 

Bad  news  for  hackers,  voyeurs  and  other  undesirables.  The 
Lucent  Managed  Firewall  -  the  next  generation  in  reliability, 
scalability,  manageability  and,  naturally,  security  -  has  arrived. 
Curious?  Call  1-800-288-9785. 
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THE  SIXTH  ANNUAL 

Enterprise 
Value  Retreat 
&  Awards 
Ceremony 

February  1-4,  1998 
Ritz-Carlton  Laguna  Niguel 
Dana  Point,  California 

Channels  of  distribution  and  the  ways  companies 
add  value  and  organize  their  work  have  all  changed 
dramatically  over  a  very  short  period  of  time.  As 
we  move  closer  to  the  21st  century,  explosive  new 
opportunities  are  being  created  by  the  Internet  and 
intranets.  Plotting  the  course  in  this  new  world  is 
an  extremely  difficult  and  challenging  task. 

Through  a  combination  of  case  studies  and  inter¬ 
active  lectures,  we  will  learn  how  a  $2.2  billion 
corporation,  with  major  IT  investments  and  strate¬ 
gic  planning,  is  transforming  its  business  model. 
Systems  reengineering  and  an  aggressive  Year  2000 
strategy  are  supporting  this  case  study  enterprise  in 
capitalizing  on  a  highly  competitive  and  rapidly 
changing  marketplace. 

For  the  most  powerful  learning  experience  and  net¬ 
working  opportunity  of  the  year,  visit  ioww.cio.com 
or  call  800  355-0246  to  reserve  your  place  in  the 
1998  Enterprise  Value  Retreat. 
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Unlike  any  conference.  A  must 
for  senior  IT  management." 

Robert  Schwartz 
General  Manager 
Information  Services 
Matsushita  Electric  Corp. 


7  have  never  attended  a 
retreat  more  relevant  to  my 
current  business  challenges." 
Irving  Zaks 

Vice  President  and  General  Manager 
Information  Systems  Division 


Proud  Underwriter  of 
ZIO  Magazine's  Enterprise  Value  Awards: 


AT&T 


Enterprise  Value  Retreat  Partners: 


BOOZ  ALLEN  &  HAMILTON 
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the  Complete  Networking  Solution'* 


COMPCIWARE. 


ALLTEL 


Bay  Networks 


COOPERS  &.  LYBRAND 
CONSULTING 


iw  Data  General 


HEWLETT® 

PACKARD 


Novell 
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when  you're  the  one  doing  the  running.  At  Compaq, 
we  think  it's  time  that  changed. 


Introducing  the  new  Compaq  Deskpro  line,  a 
line  of  desktops  you  would  expect  from  the  com¬ 
pany  that  sells  more  computers  than  anyone  on  the 
planet.  The  Deskpro  2000,  4000  and  6000,  all 
with  improved  Intelligent  Manageability,  offer  you 
what  you  want  most:  control. 

Control  over  installation,  configuration  and 
asset  management,  all  from  a  single,  convenient 
location.  Control  over  problems  before  they  happen, 
saving  critical  data.  Control  over  administrative,  life¬ 
time  and  support  costs — keeping  total  cost  of 
ownership  low.  And  control  over  your  time.  So  you 
can  focus  on  the  future,  instead  of  repairing  the  past. 

The  Deskpro  4000N,  one  of  our  network-ready 
models,  gives  you  even  better  control  over  structured 
work  environments.  Because  it  has  no  removable 
media  drives  and  requires  less  space,  it's  the  ultimate 
choice  in  manageable  computing. 

And  with  ODM,  Compaq's  Optimized  Delivery 
Model,  your  new  Deskpro  will  be  built  to  order.  You'll 
receive  Compaq  quality,  Compaq  innovation  and 
Compaq  reliability  at  new  aggressive  prices,  more 
aggressive  than  you've  ever  seen  from  Compaq. 

For  more  information  about  the  Deskpro  series, 
visit  us  at  www.compaq.com/ products/desktops/ 
or  contact  your  local  reseller. 
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Publisher  s  Note 


CIO  SALES  OFFICES 


“The  biggest  shift,  in  fact  a  tidal  wave,  is  the  growing  importance 
of  enterprisewide  solutions.  The  key  role  of  the  CIO  is  to  build 
the  infrastructure  so  that  companies  can  truly  achieve  the  most 
reliable  information,  anywhere,  at  any  time.  ” 

-Gary  Beach 

Publisher,  CIO 


What  a  year! 


C/O’s  two-section  con¬ 
cept  is  receiving  rave 
reviews  from  both  read¬ 
ers  and  advertisers. 

In  addition  to  the  suc¬ 
cessful  CIO  Perspectives 
conference  last  October, 
our  conference  division 
launched  the  xNet 
Consortium.  We  introduced  the  CIO  ConsultWare  Series,  a  new  line  of 
research  products.  And  CIOs  are  finally  getting  the  recognition  they  deserve: 
a  spot  on  corporate  executive  committees. 

To  say  we  are  busy  is  the  understatement  of  the  millennium.  CIO  Communi¬ 
cations  Inc.  has  grown  from  four  people  with  an  idea  in  1987  to  115  people 
this  year.  Add  to  that  the  increased  pace  of  business  and  the  rapidly  changing 
technology  that  we  cover,  and  you  come  to  realize  that  there  is  never  enough 
time  to  accomplish  all  our  goals  each  day. 

With  so  much  to  do,  I  need  two  of  me.  But  since  I  can’t  very  well  clone 
myself,  I’ve  hired  a  publisher.  Someone  who  epitomizes  leadership.  Someone 
highly  respected  in  the  industry.  Someone  with  creative  fervor.  That  someone 
is  Gary  Beach.  A  10-year  veteran  of  International  Data  Group  (CIO  Com¬ 
munications’  parent  company),  Gary  most  recently  served  as  senior  vice 
president  of  IDG.  Previously,  he  served  as  CEO  of  IDG’s  Computerworld 
and  CEO  of  IDG’s  Network  World. 

This  special  issue  on  the  IS  staffing  crisis  is  a  good  time  to  hand  off  the 
task  of  writing  the  publisher’s  letter.  Gary  is  the  founder  of  Tech  Corps 
(www.ustc.org).  This  nonprofit  organization  encourages  IS  executives  to 
introduce  technology  to  schools  across  America,  from  kindergarten  through 
grade  12.  “America  has  the  lead  when  it  comes  to  technology  brainpower — 
we  have  brilliant  people  inventing  new  and  exciting  technologies,”  says  Gary. 
“But  if  we  don’t  attract  more  young  people  to  the  technology  field,  American 
industry  will  suffer.”  Gary  will  be  writing  more  about  this  subject  in  this 
space  and  invites  you  to  join  in  the  discussion.  You  can  reach  him  at 
gary_heach@cio.com. 

1  will  continue  to  pen  a  column  twice  a  month  in  the  second  section  of  CIO. 
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The  Exabyte  Mammoth  The  Exabyte  210 

8mm  Tape  Drive  Automated  8mm 

Tape  Library 


Exabyte 

Storage 

in 

Mammoth 

Proportions 


Up  To  3.2  TB 

The  Exabyte  440/480 
Automated  8mm  Tape  Library 


With  40-GB  capacity  and  360-MB-per-minute  data  transfers, 

Exabyte's  Mammoth  8mm  tape  drive  meets  today's  most  demanding 
information  storage  needs. 

Fully  compatible  with  a  broad  range  of  system  architecture  and  software 
applications,  Mammoth  joins  more  than  one  million  other  hardworking 
Exabyte  tape  storage  devices  already  installed  throughout  the  world. 

Exabyte  is  also  the  world's  leading  designer  and  manufacturer  of  tape 
libraries  —  intelligent,  automated  storage  systems  that  can  cut  the  time 
and  cost  of  data  management  in  half.  Exabyte's  480  library  with  Mammoth 
drives  stores  3.2  TB  and  backs  up  1 73  GB  in  under  two  hours. 

Call  Exabyte  at  1 -800-EXABYTE  or  visit  our  website  at  www.exabyte.com 


Exabyte 


Experts  in  Data  Storage 


Specifications  assume  2: 1  compression.  ©1997  Exabyte  Corporation.  Exabyte  is  a  registered  trademark  of  Exabyte  Corporation.  Exabyte  Corporation,  1685  38th  Street  Boulder,  Colorado  80301  USA..  Phone'1 -800-£XABYTE. 
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ticular  field.  “We’ve  had  an  elemen¬ 
tary  education  major  and  a  physical 
education  major  who’ve  done  well,” 
says  Cassell.  After  an  interview  to  de¬ 
termine  technical  aptitude,  applicants 
must  pass  muster  in  a  team  interview, 
a  logic  test  and  an  executive-level 
interview.  To 
date,  60  people 
have  been  selected 
for  the  training 
program  from 
a  pool  of  500 
applicants. 


TRAINING  PROGRAMS 


Electronic 
Data  Systems  Corp.  has  been  so  dis¬ 
mayed  by  the  dearth  of  good  pro¬ 
grammers  that  it  has  taken  matters 
into  its  own  hands.  The  Plano,  Texas- 
based  company’s  Raleigh  Solutions 
Center  in  North  Carolina  has  intro¬ 
duced  a  creative  training  program  that 
can  turn  career  changers  and  liberal 
arts  grads  into  accomplished  Cobol 
programmers.  “There  are  enormous 
demands  in  the  company  for  techni¬ 
cal  resources,”  says  Dewey 
Cassell,  systems  engineering 
manager  at  EDS.  “We’ve  found  a 
very  large,  new  pool  of  folks  from 
which  to  draw.” 

Selecting  candidates  for  the  five- 
week  training  program  is  a  rigorous 
process.  Prospective  trainees  need 
analytic  and  logic  skills  as  well  as  a 
college  degree,  though  not  in  any  par¬ 


“We  take  the 
time  upfront,  so 
our  attrition  rate 
[in  the  program]  is  less 
than  10  percent,”  says 
Cassell.  Successful  ap¬ 
plicants  learn  Cobol 
skills  in  a  five-week 
intensive  course 
consisting  of  class¬ 
room  instruction  and  com¬ 
puter-based  training.  They  then  work 
on  projects  alongside  experienced 
mentors  for  a  year,  after  which  they 
officially  join  the  EDS  staff. 

The  program  is  not  just  a  tempo¬ 
rary  salve  for  the  year  2000  problem. 
Cassell  anticipates  that  many  employ¬ 
ees  hired  through  the  program  will  be 
at  EDS  well  into  the  next  millen¬ 
nium — good  news  for  liberal  artists 
everywhere.  ■ 


Ready,  Aim,  Hire! 


and  your  human  resources  managers  retain  your  sanity,  a 
slew  of  services  designed  to  help  speed  the  search  have 
sprung  up  all  over  the  Web. 

Having  trouble  coming  up  with  an  appropriate  job  descrip¬ 
tion  foran  open  spot  in  your  IS  department?  Checkout 
Descriptions  Now  Direct  ( www.jobdescription.com ),  a 
Web-based  application  from  KnowledgePoint  out  of 
Petaluma,  Calif.,  that  creates  customized  job  descrip¬ 
tions  companies  can  use  when  they  post  an  opening. 
Subscribers  pay  a  fee  and  fill  out  a  form  that  asks  de¬ 
tailed  questions  about  the  position.  In  return,  they 
receive  a  comprehensive  job  description  that  includes 
a  brief  summary  followed  by  more  detailed  job-specific  in¬ 
formation,  such  as  essential  duties  and  responsibilities, 
qualification  requirements  and  physical  demands. 
Subscribers  can  also  access  a  library  that  is  updated 
monthly  of  more  than  3,000  ready-made  job  de- 


ONLINE  RECRUITING 


With  the  current  shortage  of  IS  pro¬ 
fessionals,  finding  enough  warm,  much  less  qualified,  bodies 
to  fill  all  the  available  spots  is  enough  to  push  any  CIO  over  the 

brink.  Buttohelpyou 


ILLUSTRATION  ABOVE  BY  ROBERT  DEMICHIELLj  BELOW  BY  RICHARD  GOLDBERG 


Millennium  does. 

Many  mainframe  purchases 
are  based  on  Total  MIPS  —  but 
Productive  MIPS  are  the  real  test 
of  value. 

Consider  the  Amdahl  Millennium™ 
family  of  CMOS-based  servers  — 
S/390  compatible  mainframes 
that  deliver  more  Productive 


MIPS  per  dollar  than  any  other 


CMOS-based  server.  Bar  none. 

Millennium’s  extraordinary  value 
derives  from  its  uniquely  muscular 
architecture.  Unmatched  caching 
with  up  to  30  times  more  capacity 
for  optimum  processor  utilization. 
Flexible  partitioning  for  load- 
matched  resource  allocation. 

Plus  many  more  innovations  to 
keep  MIPS  hard  at  work  on  the 
mission-critical  workloads  of 
your  business. 

Interested  in  servers  with  a 
stronger  work  ethic? 

Talk  to  Amdahl. 


amdahl 

Bring  us  your  hard  problems  '” 


Trendlines 

scriptions,  many  of  them  IT-related. 

Of  course,  describing  a  job  is  only 
the  first  step  in  the  hiring  process. To 
find  qualified  candidates,  prospective 
employers  might  want  to  log  on  to  The 
JobMarket  ( www.thejobmarket . 
com),  a  site  developed  by  Tri-Logix  Inc. 
of  Miami,  billed  as  the  cyberplace 
where  employers  meet  employees. 
Corporate  members  can  access  the 
site's  resume  database,  post  a  com¬ 
pany  profile,  advertise  job  openings 
and  receive  automatic  notification 
of  new  resume  postings,  as  well  as 
link  the  job  announcements 
they  post  on  The  JobMarket  di¬ 
rectly  to  their  own  Web  sites. 

The  site  also  offers  services 
geared  toward  job  seekers,  such 
as  an  online  resume  builder  and  ca¬ 
reercounseling  information. 

Founded  in  1991,  E.span  (www. 
espan.com)  is,  comparatively  speaking, 
an  old-timer  in  the  world  of  online 
recruiting  sites.  Similarto  The  Job- 
Market,  E.span,  based  in  Indianapolis, 
offers  services  for  both  employers  and 
job  seekers.  "We  understand  that 
there's  a  lot  more  to  the  Internet  than 
just  accessing  a  database  of  job  list¬ 
ings,"  says  Barb  Ruess,  E.span's  director 
of  marketing.  For  that  reason,  the  site 
boasts  services  such  as  search  agents, 
e-mail  notification  of  new  job  and 
resume  postings,  online  assessments  of 
candidates'  skills  and  personality  tests. 
In  addition,  a  dedicated  representative 
is  assigned  to  each  corporate  client; 
the  representative  checks  in  regularly, 
says  Ruess,  to  ensure  that  E.span 
remains  a  people-oriented  service 
despite  its  Web-based  front  end. 

A  perk  for  prospective  employees 
who've  been  pounding  the  pavement 
for  a  while:  Job  seekers  can  access  the 
site  for  free.  -Megan  Santosus 


High-Rate  Bait 

I  If  you’re  a  CIO  at  a  company  that  does  less  than 
$500  million  a  year  in  business,  you  would  let  yourself  be  whisked  away  to  another 
organization  for  around  $260,500,  according  to  a  recent  MIS  compensation  survey 
conducted  by  Los  Angeles-based  Positive  Support  Review.  If  you’re  a  CIO  for  an 
organization  whose  revenues  exceed  $500  million,  you’re  unlikely  to  defect  from 
your  current  employer  for  anything  less  than  $309,700.  But  just  let  a  headhunter 

wave  a  number  at  least  that  large  at  you,  and 
you’re  probably  as  good  as  gone. 

This  is  the  first  time  the  big- 
company  benchmark  has  topped 
the  $300,000  mark  since  PSR,  a 
consulting  firm  that  gauges 
going  prices  for  IT  talent, 
began  conducting  the  survey 
14  years  ago.  From  June  1996 
to  June  1997,  the  company 
polled  17,315  IT  professionals 
across  400  organizations. 

PSR  arrives  at  its  jump-ship 
benchmarks  by  crunching  respon¬ 
dents’  current  IT  salaries  with  their 
lengths  of  tenure  and  salaries  at  their 
previous  companies.  It’s  an  inexact  for¬ 
mula,  admits  Victor  Janulaitas,  PSR  presi¬ 
dent,  but  it’s  not  meant  to  be  used  like  a  Blue 
Book  on  used  cars.  “Our  customers  are  looking  for  the  number  that  gives  them  the 
pick  of  the  field  or  protects  them  from  losing  someone  good  to  all  the  raiding  that’s 
going  on,”  says  Janulaitas. 

CIOs  at  large  companies  earn  between  $130,600  and  $260,000  in  base  pay, 
according  to  the  survey,  with  supplemental  compensation  such  as  stock  options  push¬ 
ing  their  total  take  to  between  $147,700  and 
$292,600.  Medium-sized  and  small  compa¬ 
nies  paid  their  top  IT  executives  a  base  salary 
between  $108,500  and  $173,200,  with  total 
compensation  at  those  companies  ranging 
from  $130,600  to  $226,500. 

PSR  attributes  the  upward  trend  in  MIS 
base  salaries  to  growth  in  the  high-tech  sec¬ 
tor  of  the  economy  overall.  An  increase  in 
the  use  of  stock  option  packages  is  behind 
similar  increases  in  supplemental  compen¬ 
sation.  In  fact,  from  June  1996  to  June 
1 997  supplemental  compensation  repre¬ 
sented  some  14  percent  of  total  compen¬ 
sation  for  top  positions  and  nearly  6  per¬ 
cent  for  midlevel  positions  in  large 
companies,  compared  with  9  percent 
and  5  percent  respectively  for  the  period 
from  June  to  December  1 996. 

Survey  results  that  include  data 
from  the  second  half  of  1997  will  be 
available  mid-January  1998.  For  more 
information,  visit  www.psrinc. 
com/Salary.htm. 

-David  Pearson 
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Data  Mining  Solution 


Discover  the 

Diamonds  in^bur 
Data  Warehouse 


SAS  Institute  Inc. 


The  Business  of  Better  Decision  Making 


Introducing  the  first-ever,  fully  integrated  data  mining 
solution... one  that  maximizes  your  return  on  investment  in  data 
warehousing  and  data  marts— as  decision  makers  exploit  your 
customer  data  for  competitive  advantage. 

SAS  Institute,  for  20  years  the  leader  in  data  discovery, 
provides  the  most  complete  and  reliable  data  mining  solution 
for  modeling,  measuring,  and  enhancing  the  profitability  of  your 
business.  This  Web-enabled,  point-and-click  approach  lets  you 
employ  OLAP,  neural  networks,  churn  analysis,  and  many  other 
visualization  and  analytical  techniques  to  improve  customer 
retention,  target  key  prospects,  profile  market  segments, 
detect  fraud,  analyze  customer  response,  and  much  more. 

Begin  Your  Discovery  with  our 
Free  Web-Integrated  CD  ROM 


Digging  for  Diamonds:  The  SAS ®  Solution  for  Data  Mining 
lets  you  explore  data  mining  from  both  a  business  and  an  IT 
perspective.  And  it’s  linked  directly  with  our  World  Wide  Web 
site,  so  you  can  continue  to  make  new  discoveries  and  gain 
fresh  insights. 

To  request  your  copy,  visit  SAS  Institute 

at  www.sas.com/datamining/ 

or  give  us  a  call. 


E-mail:  cio@sas.com  www.sas.com/datamining/  919.677.8200  In  Canada  1.800.363.8397 


SAS  is  a  registered  trademark  of  SAS  Institute  Inc.  Copyright  ©  1997  by  SAS  Institute  Inc. 


II 


YOUR  FAR-FLUNG  EMPIRE: 


Your  operation  covers  60  countries. 


10  languages. 


49  currencies. 


6  time  zones. 


4967  separate  trade  regulations. 


GATHERED  TOGETHER: 


PeopleSoft  enterprise  software.  -<• 


01997  People-Soft ,  Inc.  PeopleSoft  and  the  PeopIeSoft  logo  arc  registered  trademarks  ol  People-Soft,  Inc 


The  key  to  managing  a  global  organization  is  to  make  it  seem  less, 
well,  global.  Our  enterprise  software— from  HR  and  Financials  to 
Supply  Chain  Management  and  Manufacturing-is  flexible,  compre¬ 
hensive,  and  designed  around  your  world.  Not  ours.  To  find  out  what 
we  can  do  for  you,  call  888-773-8277  or  visit  www.peoplesoft.com. 


Trendlines 

Gender-Equal  IT 


A 


CONSULTANT  SALARIES 


You  don’t 
need  to  pal  around  with  Gloria 
Steinem  to  be  aware  that  on  average 
women  earn  less  than  men  who  have 
the  same  jobs.  But  for  male  and  fe¬ 
male  IT  consultants,  that  gender  gap 
has  effectively  closed,  according  to 
Dominique  S.  Rlack,  CFO  of  Ad¬ 
vanced  Technology  Staffing  Inc., 
who  has  co-authored  a  survey  with 
Richard  C.  Andreini  called  The  In¬ 
formation  Elite:  The  Future  of  the 
Information  Technology  Consultant. 
We  recently  caught  up  with  Black  to 
find  out  more  about  their  results. 


Q.  What  were  you  hoping  to  deter¬ 
mine  regarding  IT  consultants’ 
salaries  when  you  embarked  on 
this  survey? 

A.  We  wanted  to  know  if  there  were 
the  same  salary  differentials  [between 
men  and  women]  as  there  are  in 
other  industries.  We  discovered  there 
aren’t  any,  which  we  thought  was 
interesting  in  itself. 


Q.  Any  ideas  why? 

A.  IT  consulting  is  a  very  demand¬ 
ing,  skills-based  activity.  It’s 
a  true  meritocracy.  You 
don’t  live  long  if  you’re  not 
good.  There’s  no  place  to 
hide.  The  knowledge  short¬ 
age  is  so  great  [that]  being  a 
woman  is  real  low  on  the 
list  of  [employers’]  con- 


Q.  Why  is  that  significant? 

A.  The  number  of  women 
in  IT  consulting  is  growing. 

Now,  20  percent  of  1.25 
million,  or  250,000,  are 
women,  and  the  [IT  consul¬ 
tant]  workforce  will  be 
over  2  million  by  the  year 
2000.  By  then,  30  percent 
will  be  women. 

Q.  Is  there  a  connection 
between  what  motivates 
these  consultants  versus 
what  motivates  internal 
IT  employees? 

A.  We  think  [male  and 
female  consultants]  are 
driving  trends  such  as 
telecommuting.  They’re 
also  self-employed  business 
operators.  The  types  of  re¬ 
lationships  they’re  looking 
for  are  project-related 
rather  than  long  term. 

Our  belief  is  that  IT  consultants 
are  setting  the  trends  for  the  high- 
skill,  high-knowledge  professions. 
By  the  year  2000,  as  much  as  50 


Learning  Together 

See  what  the  pros — and  your  peers — 
have  to  say  about  staffing  issues 


cerns. 

Q.  Was  there  any  section  of 
the  survey  where  women’s 
answers  deviated  from  the 
men’s? 

A.  We  asked  what  motivated 
consultants.  Women  cited 
“balanced  life”  more  often 
than  men  did,  but  it  was  still 
second  on  the  overall  list  of 
1 0  most  important  factors 
from  all  respondents  [39  per¬ 
cent!,  after  “professional  rep¬ 
utation”  [57  percent|. 


For  information  on  the  following 
conferences,  call  the  International 
Quality  and  Productivity  Center  at 
800  882-8684. 

Internal  Web  Sites  for  Benefits: 
Revolutionizing  Benefits 
Communication  and  Administration 
Through  Web  Technology 

Jan.  14  &c  15,  Atlanta  Airport  Hilton, 
Atlanta 

Outsourcing  Employee  Benefits 
and  HR  functions 

Jan.  26-29,  Hyatt  Regency  La  Jolla, 
San  Diego 


Dominique  Black  of 

Advanced  Technology 
Staffing  keeps  tabs  on 
IT  consultants. 


percent  of  the  IT  workforce  will  be 
in  a  flexible  work  relationship  with 
their  companies.  That’s  an  irreversi¬ 
ble  trend. 

-Howard  Baldwin 


Mining  Applicants  on  the  Internet: 
Sourcing  and  Recruiting  the  World's 
Top  Talent 

Jan.  27-29,  Grand  Hyatt  San  Francisco 

Performance  Measurements  for 
Benefits:  Capitalizing  on  Your 
Benefits  ROI  by  Determining  What 
to  Measure  and  How. 

Feb.  18  &  19,  The  Hyatt  Regency, 
Phoenix 

For  information  on  the  following 
conference,  call  the  American 
Compensation  Association  at 
602  951-9191. 

1 998  American  Compensation 
Association  International  Conference 
and  Exposition:  Tools  for  Tomorrow 

April  26-29,  Chicago 
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Bmagine  getting  crucial 
information  to  every¬ 
one — viewable  from 
every  perspective — at 
any  level  of  detail. 
Without  praying  for 
miracles.  Arbor"1  Essbase® 
is  the  powerful  OLAP 
server  that  lets  you 
deploy  an  entire  multi¬ 
dimensional  reporting 
and  analysis  solution  for 


j  your  data  warehouse.  In 
j  days,  not  months. 

Now  you  can  create  a 
j  server-based  system  that  is 
j  easy  to  define  and  maintain, 
j  So  your  customers  can 
j  choose  the  information 
j  they  need — using  the 
|  tools  they  already  know, 
j  Spreadsheets,  browsers, 
i  report  writers,  desktop 
J  OLAP  tools — you  name  it. 


Stay  ahead  of  your 
customers’  growing 
need  for  information. 

Call  Arbor  Software 

TODAY  AND  ARRANGE  FOR 
YOUR  FREE  WORKSHOP. 

In  just  three  days,  you’ll 
have  a  working  model  up 
and  running.  Your  site. 
Your  data.  Your  business 
rules.  Guaranteed. 


Amended  0lAp, 


erver 


CRallF°ryourfree 
‘,t,n8s  Report; 


Arbor* 

S  OFT WARE 


Driving  Business  Performance 


Arbor  Software  •  800-858-1666  ext.  6000  •  Web  site:  www.arborsoft.com/cio 


©Copyright  1997.  Arbor  and  Essbasc  are  registered  trademarks  of  Arbor  Software  Corporation,  1344  Crossman  Ave.,  Sunnyvale,  CA  94089,  408-744-9500  ext.  6000. 
Photo  Credit:  Scala/Art  Resource,  NY.  Michelangelo  Buonarroti.  The  Creation  of  Adam:  detail  of  the  hands  of  God  and  Adam.  Sistine  Chapel,  Vatican  Palace,  Vatican  State. 


. 


Trendlines 

Collective 

Reasoning 

|  Two  hundred 
heads  are  better  than  one,  especially  when  it 
comes  to  a  problem  the  size  of  the  IS  staffing  cri¬ 
sis.  So  the  Arlington,  Va.-based  Information  Tech¬ 
nology  Association  of  America  (ITAA)  has  joined 
forces  with  representatives  from  government, 
academia  and  industry  to  sponsor  the  National 
Information  Technology  Workforce  Convoca¬ 
tion.  Scheduled  for  Jan.  1 2  and  1 3, 1 998,  in 
Berkeley,  Calif.,  the  group's  goals  are  shared  by 
many  a  CIO:  boosting  the  size  and  improving  the 
skills  of  the  IT  workforce.  The  convocation's  or¬ 
ganizers  say  the  event  will  differfrom  other  con¬ 
ferences  on  the  topic  because  participants  will 
be  "rolling  up  [their]  sleeves  and  finding  some 
solutions  instead  of  just  stating  the  problem 
over  and  over,"  says  Lauren  Brownstein,  work¬ 
force  education  program  manager  at  the  ITAA. 

Six  taskforces  comprising  convocation  par¬ 
ticipants  have  spent  months  studying  aspects 
of  the  IS  staffing  shortage  such  as  the  image  of 
the  IT  profession,  the  responsiveness  of  higher 
education  to  the  problem  and  the  recruitment 
of  women,  minorities  and  older  workers.  The 
taskforces  will  presenttheirfindingsonthe 
opening  day  of  the  session.  After  that,  partici¬ 
pants  will  study  existing  government-industry- 
academia  partnerships  to  see  what  hiring 
strategies  have  worked  for  them  and  assess  how 
to  replicate  their  recruitment,  training  and 
retention  successes.  "Participants  can  leave  the 
convocation  with  an  action  plan  for  their  organi¬ 
zation,"  Brownstein  says. 

Executives  from  IT  and  non-IT  companies 
along  with  government  and  education  officials 
are  expected  to  be  among  the  200  or  so  atten¬ 
dees.  Convocation  sponsors  include  the  U.S. 
Depts.  of  Education  and  Commerce  and  the 
University  of  California  at  Berkeley.  For  more 
information  about  the  event  or  about  the  task 
forces'  findings,  call  the  ITAA  at  703  522-5055 
or  visit  www.itaa.org.  m 


Staffing  Resources 


Seek  and  Ye  Shall  Find 


Tired  of  being  in  IS  staffing  crisis  mode ? 

These  books  and  Web  sites  can  help  you  get  the  help  you  want. 


Books 


Capitalizing  on  the  Global  Workforce: 
A  Strategic  Guide  for  Expatriate 
Management,  by  Michael  S.  Schell 
and  Charlene  Marnier  Solomon  (Irwin, 
1 997).  The  authors  calculate  that  U.S. 
corporations  employ  some  5.5  million 
people  abroad.  This  book  helps  organi¬ 
zations  hire,  manage  and  compensate 
their  people  overseas. 


Getting  Started  in  Human  Resource 
Management,  by  Joseph  P.  Bacarro 
(SHRM  Foundation,  1996).  This  book  is 
for  the  busy  executive  who  needs  quick  information 
on  how  to  handle  human  resources. 


Hiring  Top  Performers:  350  Great  Interview  Questions  for  People 
Who  Need  People,  by  Carol  Hacker  (Carol  A.  Hacker  &  Associates, 

1 996).  What  would  your  references  say  about  you?  How  do  you  use 
praise?  How  motivated  are  you  by  money? 

Human  Resource  Champions:  The  Next  Agenda  for  Adding  Value 
and  Delivering  Results,  by  Dave  Ulrich  (Harvard  Business  School 
Press,  1 997).  This  book  asks  HR  professionals  to  more  clearly 
define  measures  for  HR  performance  or  face  the  inevitable  out¬ 
sourcing  of  their  roles.  The  author  recommends  ways  that  HR  and 
other  departments  can  work  together  to  make  their  organizations 
more  competitive. 


WebSites 


American  Compensation  Association 

4JlS3BSSMIMr>The  association,  based  in  Scottsdale,  Ariz., 
sponsors  staffing  conferences  and  publishes  books  and  pamphlets 
on  HR-related  issues.  This  site  has  links  for  ordering  books  and  for 
connecting  with  other  staffing  organizations. 


Information  Technology  Association  of  America 

Arlington,  Va.-based  organization’s  site  has  links  to 
conferences,  industry  and  education  resources,  and  a  workforce  study. 


International  Quality  and  Productivity  Center 

The  IQPC,  based  in  Little  Falls,  N.J.,  bills  itself 
as  an  educational  forum  for  private  and  public  sector  executives  to 
get  together  and  share  information.  The  site  lists  several  upcoming 
HR-related  conferences. 
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Columbus  used  the 
information  he  knew  to 
be  accurate,  combined 
it  with  the  expertise 
he  possessed  and  drew  a 
conclusion  that  changed  the 
way  we  look  at  the  world. 

As  a  young  man,  Columbus 
spent  hours  looking  westward 
across  the  Atlantic  at  ships 
coming  into  port.  First,  he 
would  spot  the  top  of  a  ship's 
mast.  Then,  slowly,  more  of  it. 
Finally,  the  entire  ship  would 
become  visible.  At  first 


HOW  CAN  A  SHIP  RISING  OUT  OF  THE  OCEAN 
CHANGE  THE  WAY  YOU  LOOK  AT  THE  WORLD? 


AT  ACXIOM,  WE  KNOW  THAT  A  BETTER  UNDERSTANDING 
OF  DATA  ALWAYS  LEADS  TO  GREAT  DISCOVERIES. 


puzzled,  Columbus  soon  recognized 
he  was  witnessing  proof  that  the 
world  was  indeed  round. 

At  Acxiom,  we've  built 
a  multi-national  company  on 
the  powerful  premise  that 
valid  data  in  the  right  hands 
at  the  right  time  can  have  a 
powerful  effect  on  your  world. 

Through  Acxiom's  integration, 
management,  and  split-second 
delivery  of  data  to  companies 


across  America,  we  are  helping  our 
customers  turn  information  into 
profits  and  providing  data 
warehousing  and  business 
decision  support  for  the  most 
complex  marketing  challenges. 
As  the  leading  provider  of  data  and 
information  services,  Acxiom  can  help 
you  enhance  your  business  world  and 
explore  it  better. 

Build  on  your  knowledge 
with  Acxiom.  It's  how  you  know. 


AgooM 

HOW  YOU  KNOW 

1-888-3ACXI0M  •  WWW:  http://www.acxiom.com 


Privacy  assured 


Expert  Advice 

LESSONS  LEARNED  FROM  PEOPLE  IN  THE  KNOW 


Taking  Stock  for 
Future  Shock 


Into  the  21st  century,  IS  organizations 
will  require  new  cultures  and  pay  systems 
to  manage  a  new  breed  of  employee 


BY  DAVID  W  .  FOOTE 


SURE,  THERE  ARE  PLENTY  OF 
great  ideas  for  attracting  and 
retaining  good  IS  people. 
Every  week  I  get  a  call  from  an 
excited  client  who  has  discov¬ 
ered  another  approach.  And  each  one 
makes  me  wince:  They  don’t  realize 
that  many  of  these  ideas  are  quick  fixes 
at  best — and  at  worst,  they’re  time 
bombs  with  12-  to  24-month  fuses. 


For  example,  overemphasis  on 
salary  for  retaining  some  people  or 
for  expanding  an  already  bulging  con¬ 
tractor  population  creates  resentment 
and  seriously  affects  morale.  Too  many 
companies  are  content  with  seat-of- 
the-pants  solutions  aimed  at  manipu¬ 
lating  a  moribund  pay  and  reward  sys¬ 
tem  rather  than  overhauling  the  sys¬ 
tem  to  accommodate  today’s  unique 


staffing  demands.  Moreover,  compa¬ 
nies  are  taking  their  focus  off  other 
things  workers  crave,  such  as  non¬ 
monetary  rewards  (for  example,  praise 
and  recognition,  training  and  educa¬ 
tion,  flexible  work  schedules)  and 
pleasant  working  conditions. 

The  fact  is  that  as  the  Information 
Age  forces  the  Industrial  Age  corpo¬ 
ration  to  look  in  the  mirror,  an 
inescapable  truth  comes  into  focus. 
Attracting  and  keeping  IS  workers 
who  can  help  solve  complex  problems 
and  add  value  under  unprecedented 
flux  is  impossible  without  fundamen¬ 
tal  changes  in  both  compensation  and 
IS  culture.  Maintaining  the  proper 
relationship  between  the  two  is  criti¬ 
cal.  The  IS  executive’s  toughest  task 
over  the  next  10  years  will  be  to  lead 
or  otherwise  enable  such  change.  The 
cost  of  CIO  failure:  his  or  her  job. 
Here  are  a  few  things  to  know  in  the 
new  millennium  and  beyond. 

Staffing:  The  Next  1 0  Years 

Get  ready  for  one  wild  ride.  IS  staffing 
will  be  influenced  over  the  next  sev¬ 
eral  years  by  organizational  models 
that  feature  more  nimble  entities,  dis¬ 
tributed  management  and  highly  par¬ 
ticipatory  employee  roles.  There  will 
be  a  far  greater  focus  on  relationship 
building,  information  sharing  and 
communication  between  employees, 
partners  and  customers. 

The  corporate  environment  in 
2008  will  still  be  fueled  by  hard-nosed 
analytical  thinking  but  with  greater 
consideration  of  intuitive  factors  in 
managing  people  and  making  deci¬ 
sions.  Staffing  strategies  will  increas¬ 
ingly  demand  workers  strong  in  what 
psychologists  call  right-brain  activ¬ 
ity — that  portion  of  the  brain  that 
controls  the  ability  to  nurture,  collab¬ 
orate  and  communicate,  among  oth¬ 
ers  (interestingly,  qualities  associated 
more  often  with  women  than  men). 

Staffing  IS  organizations  under 
such  extreme  conditions  will  be  an 
adventure  since,  simply  put,  the  IS 
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Qet  I T  here 


If  IT  saved 

the  Mars  Mission 
around  $  750,000,000 
imagine  what  IT 
can  do  for  you ! 


U)UM'  sl  (V\Sldler.  Cewi 


SEQUEL 


WE'RE  TOUGH  CRITICS. 
Fancy  special  effects  and 
big-name  talent  don't 
guarantee  a  5-star  rating. 

But  if  your  Web  initiative  is 
tied  to  a  business  objective 
and  delivers  real  business  value, 
then  let  us  make  you  a  star. 


From  the  Small  Screen  to 
Nationwide  Notoriety 

The  CIO  Web  Business  50/50 
recognizes  50  outstanding 
Internet  and  50  outstanding 
intranet  sites  in  the  business, 
government  and  nonprofit  arenas. 

The  100  winning  Web  sites  will  be  featured  in  the  July  1998 
CIO  Web  Business  Section  and  at  webbussiness.cio.com. 


Lights.  Camera.  Action. 

You  can  nominate  an  entire  Web  environment,  a  single  site  or  a 
single  application.  We're  calling  for  your  entries.  If  you've  got 
innovative  design,  technology,  content  or  functionality,  then  we 
need  to  talk.  Nominate  your  site  online  or  contact  Lisa  Kerber  at 
508  935-4449  for  more  information. 
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department  as  we  know  it  will  vanish 
over  the  next  10  years.  In  its  place  will 
be  a  restructured  operation  resembling 
the  business  models  of  consulting  firms 
and  other  service  organizations.  It  will 
be  populated  by  a  permanent  work¬ 
force  of  internal  technical  and  business 
consultants,  all  competing  for  corpo¬ 
rate  resources. 

A  new  breed  of  worker  will  play  a 
variety  of  important  roles:  managing 
and  collaborating  with  external  ven¬ 
dors,  dealing  with  technology  change, 
eliminating  asset  management  burdens, 
resolving  internal  political  issues  and 
developing  more  efficient  IS  operations. 
An  explosion  in  shared  risk/reward  rela¬ 
tionships  between  companies,  their  ven¬ 
dors  and  even  their  competitors  will 
blur  distinctions  between  IS  organiza¬ 
tions,  business  units  and  outside  part¬ 
ners  regarding  how  services  are  pur¬ 
chased  and  delivered. 

Complicating  migration  to  the  new 
models  is  the  belief — widely  held  by  IS 
leaders — that  up  to  one-half  of  their 
employees  are  unable  or  unwilling  to 
adapt  to  this  new  world.  Companies 
are  desperately  seeking  IS  workers  with 
the  technical  know-how,  analytical  acu¬ 
men  and  process  skills  to  help  them 
solve  complex  business  problems.  Now 
that  line  management  controls  roughly 
one-half  of  a  company’s  IT  spending — 
expected  to  reach  over  three-quarters 
within  two  years — it’s  likely  that  more 
selective  outsourcing  deals  and  forced 
IS  workforce  turnover  are  right  around 
the  corner.  This  has  already  begun 
spurring  CIOs  to  decisive  action. 

PECO  Energy  Co.,  a  $4.3  billion 
electric  and  gas  utility  serving  south¬ 
eastern  Pennsylvania,  turned  over  76 
percent  of  its  IS  workforce  in  three 
years.  Senior  Vice  President  and  CIO 
Katherine  C.  Holland  (now  with  IBM) 
installed  a  competency-based  tradi¬ 
tional  consultancy  management  model 
that  enables  IS  to  respond  to  sudden 
changes  by  rapidly  deploying  resources, 
people  and  skills.  She  negotiated  a  $450 
million  outsourcing  deal  that  redefined 
the  group’s  service  delivery  role,  work 
processes,  career  development  programs 
and  compensation  system. 

Holland’s  staff  carefully  managed 
expectations  and  change  through  fre¬ 
quent  meetings  and  continuous  educa¬ 


tion.  Eventually,  every  IS  worker  was 
asked  to  make  a  personal  decision 
about  whether  to  apply  for  a  job  in  the 
new  organization  or  choose  from 
among  several  alternative  employment 
options.  If  they  qualified  to  help  imple¬ 
ment  the  restructuring  plan,  they  were 
provided  well-defined  career  tracks 
with  flexible  promotion  paths  stretch¬ 
ing  out  several  years. 

Some  well-managed  companies  are 
permanently  reducing  their  full-time  IS 
workforce  in  favor  of  outsourcing  part¬ 
nerships,  consultants,  telecommuters, 
job  sharers,  interns  and  other  nontradi- 
tional  types.  Heavily  contracted  work¬ 
forces  aren’t  new;  what  is  new  is  that 
over  the  next  decade,  more  companies 
will  make  flexible  workforces  a  corner¬ 
stone  for  building  their  IS  delivery  mod¬ 
els  and  will  incorporate  innovative  com¬ 
pensation  and  incentive  programs  as 
critical  elements  of  infrastructure  sup¬ 
port  for  the  “flexforce.” 

Stand  By  for  New  IS  Skills 

To  succeed  in  the  new  millennium,  IS 
executives  should  begin  to  bone  up  on 
their  technical,  interpersonal  and  busi¬ 
ness  skills.  Technical  skills  are  associ¬ 
ated  with  software  development  (espe¬ 
cially  enterprise  resource  planning 
packages),  network  engineering  and 
administration,  systems  management, 
LANs,  databases  and  security  con¬ 
cerns.  Project  experience  on  Inter-, 
intra-  and  extranet  or  data  warehous¬ 
ing  development  teams  is  a  bonus.  Soft 
skills  include  communication,  negoti¬ 
ation,  collaboration,  coaching,  analyt¬ 
ical  tools,  business  knowledge  and  proj¬ 
ect  management.  Demand  will  be 
especially  intense  in  the  next  five  to  10 
years  for  enterprise  project  managers 
who  are  able  to  link  projects  and  peo¬ 
ple  across  the  enterprise  and  unsnarl 
enterprise  “traffic  jams”  of  dozens 
(often  hundreds)  of  projects  competing 
for  limited  resources. 

The  new  breed  of  IS  professional 
will  be  distinctive  for  his  or  her  blend 
of  technical  and  nontechnical  skills, 
business  orientation  and  attention  to 
customer  service.  These  professionals 
will  excel  in  team-based  environments 
operating  under  pressure,  where  proj¬ 
ect  management  skills  and  interper¬ 
sonal  abilities  are  key  to  completing 


How  Compensation 
Will  Change 
the  21  st  Century 

In  the  IS  department  of  the  future, 
CIOs  will  have  to  acknowledge  how 
customer  needs,  business  goals  and 
employee  behaviors  work  together 
to  achieve  success  for  the  company 

Stage  1:i960s-2005 

Pay  is  centrally  managed  to  ensure  uniformity. 
Job  evaluation  emphasizes  internal  equity.  Merit 
pay  increases  are  more  common.  Pay  communi¬ 
cates  fairness  and  competitiveness  and  reflects 
historical  practices. 

Stage  2: 2005-2012 

Pay  is  decentralized  to  business  units.  Job  value 
is  based  more  on  external  market  than  internal 
equity.  Some  variable  pay  is  provided  to  non- 
supervisory  people,  diminishing  the  traditional 
role  of  merit  pay.  Benefits  are  cost-contained. 

Stage  3: 2012+ 

Team,  business  unit  and/or  company  performance 
measures  are  introduced.  Competency  (or  skill) 
pay  experiments  begin.  Variable  pay  plans  in  form 
of  gain  sharing  or  goal  sharing  are  introduced. 
Employees  are  more  involved  in  pay  design. 

Stage  4:  Unknown 

Employee  and  company  partnership  recognized. 
Variable  pay  is  becoming  the  primary  perfor¬ 
mance  reward  at  all  levels.  Competency/skill  pay 
begins  to  replace  job-based  evaluation  systems. 
Teams  and  individuals  share  importance  in  pay 
process;  high-performance  teams  are  more  evi¬ 
dent.  Highly  participatory. 

Stage  5:  Unknown 

A  team  is  the  key  organizational  performance 
based  unit.  Variable  pay  is  the  primary  perfor¬ 
mance  reward.  Team  peers  judge  individual  contri¬ 
butions  to  cross-functional  teams.  Competency 
pay  dominates  the  individual  pay  process.  Employ¬ 
ees  choose  their  own  benefits.  Workers  are  deeply 
involved  in  pay  design  and  day-to-day  operation. 

Adapted  from  "Moving  One  Notch  North:  Executing  the 
Transition  to  New  Pay,  "Compensation  and  Benefits 
Review,  July-August  1 995,  by  Patricia  K.  Zingheim  and 
JayR.  Schuster,  Schuster-Zingheim  and  Associates  Inc. 
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(HQ  Cisco 

^  Powered  Network 


TM 


THERE  ARE  LOTS  OF  WAYS 
FOR  YOUR  BUSINESS 
TO  ENTER  THE  INTERNET. 


THIS  IS  THE  DOOR 
THE  BUILDERS  PUT  IN. 


The  promise  of  networked  commerce. 
Stronger  customer  relationships.  The 
ability  to  rapidly  respond  to  a  constantly 
changing  marketplace. 

Where  there’s  a  reason  to  put  your 
business  on  the  Internet,  there’s  a  reason 
to  rely  on  the  expertise,  strength  and 
security  of  Cisco  Systems  —  the  company 
that  brought  the  Internet  to  business. 

Look  for  the  Cisco  Powered  Network"' 
mark.  It  means  your  network  service 
provider  uses  Cisco  equipment  —  the 
common  platform  that  lets  your  network 
work  with  any  other  network  on  the  planet. 


Which  is  why  Cisco  Powered  Network 
service  providers  are  uniquely  equipped 
to  make  the  Internet  work  for  you, 
whether  it’s  Internet  access,  ATM,  frame 
relay  or  other  data  services. 

To  find  out  more,  visit  our  website  at 
www.cisco.com.  And  let  a  Cisco  Powered 
Network  service  provider  open  up  the 
Internet  for  your  business. 


Cisco  Systems 


® 

The  Network  Works. 
No  Excuses.SM 
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work  that  is  increasingly  cross-functional 
in  nature. 

Feedback  from  hundreds  of  compa¬ 
nies  I’ve  tracked  over  several  years  indi¬ 
cates  that  the  following  traits — familiar 
to  business  workers  but  mostly  new  to 
IS — are  particularly  important  to  suc¬ 
cess:  a  facility  for  risk  taking  and  accep¬ 
tance  of  failure  as  a  natural  event;  toler¬ 
ance  for  ambiguity  where  there  is  no 
clear  answer  to  what  is  right  for  a  given 
situation;  adaptability  and  flexibility  in 
being  able  to  make  educated  guesses  and 
open  up  to  new  ideas;  accepting  respon¬ 
sibility  for  the  outcome  of  projects  and 
not  blaming  others  for  things  that  go 
amiss;  and  the  ability  to  anticipate  what 
users  want  before  they  know  but  to  lead 
them  to  discover  the  answer  in  a  highly 
participatory  fashion. 

New  Pay  Systems 

Unfortunately,  there  can  be  no  sustain¬ 
able  solutions  to  IS  staffing  problems  over 
the  next  decade  unless  the  traditional 


Over  the  next  decade, 
more  companies  will  make 
flexible  workforces  a 
cornerstone  for  building  their 
IS  delivery  models. 

hierarchical  pay  system — with  its  philos¬ 
ophy  of  obsessive  internal  pay  equity — is 
replaced.  Developing  workable  models 
for  managing  IS  careers  in  the  21st  cen¬ 
tury  means,  for  example,  rewarding 
acquisition  and  use  of  critical  consulting 
and  technical  skills  and  the  traits  listed 
above.  In  addition,  employees  should 
demonstrate  the  impact  they’ve  had  on 
the  business  rather  than  adhere  to  the 
nebulous  concept  of  “upward  advance¬ 
ment”  that  typifies  most  pay  models. 

CIOs  should  emphasize  employees’ 
unique  personal  qualities  rather  than 
factors  like  length  of  service,  budget  size 


and  number  of  subordinates.  For  exam¬ 
ple,  those  using  intuition  and  initiative 
to  find  ways  to  add  business  value  need 
to  be  singled  out,  as  do  young  workers 
possessing  budding  leadership  skills.  An 
IS  organization  must  be  able  to  readily 
offer  customized  packaging  of  base 
salary,  cash  and  noncash  incentives,  and 
training  to  suit  the  special  needs  of  key 
talent.  All  the  better  if  those  packages 
can  be  linked  to  performance — individ¬ 
ual,  team,  department,  business  unit, 
company — and  anything  that  business 
units  believe  add  value. 

Two  compensation  models  merit 
attention:  broadbanding  and  compe¬ 
tency-based  pay.  More  companies  are 
replacing  their  traditional  salary  struc¬ 
tures  with  broadbanding,  which  elimi¬ 
nates  multiple  pay  levels  and  job  grades 
in  favor  of  a  relatively  small  number  of 
broad  pay  ranges.  It’s  one  of  the  most 
popular  systems  used  in  reengineering 
organizational  and  value  systems:  A 
1997  survey  of  413  of  the  Fortune  500 


industrial  companies  by  Hewitt 
Associates  LLC,  a  human  resources  con- 
sultancy,  reveals  that  27  percent  are 
using  broadbanding  for  some  employ¬ 
ees,  and  another  30  percent  are  consid¬ 
ering  it.  A  second  Hewitt  survey  of 
1,048  U.S.  companies  also  showed  a 
growth  in  broadbanding  usage  (from  6 
percent  in  1992  to  21  percent  in  1997). 

Broadbanding  systems  encourage  IS 
workers  to  try  new  jobs,  learn  new 
skills  across  functions  and  develop  their 
careers.  Workers  can  perform  several 
different  jobs  falling  within  the  same 
salary  range,  with  room  for  multiple 
bonuses  and  incentives.  Career  growth 
under  broadbanding  is  defined  in  terms 
of  many  of  the  factors  that  will  be  most 
highly  regarded  in  the  emerging  IS  ser¬ 
vice  model: 

■  Skills  acquisition,  especially  cross- 
functionally,  that  creates  greater  respon¬ 
sibilities  and  challenges 

■  Job  complexity  and  challenge 

■  Customer  service  and  satisfaction 


■  Sustained  contributions  that  progres¬ 
sively  add  greater  value 

■  Flexible  job  definitions  that  support 
team  needs 

Advantages  of  broadbanding  include 
less  bureaucracy  (less  onerous  job  eval¬ 
uation  and  administrative  burdens)  and 
more  organizational  flexibility.  But  even 
more  important  is  that  HR,  IS  and  busi¬ 
ness  unit  managers  form  productive  rela¬ 
tionships  as  partners  rather  than  as 
adversaries.  Implementation  is  not  with¬ 
out  pitfalls;  managers  need  to  be  ade¬ 
quately  trained  and  employees  suffi¬ 
ciently  educated  so  that  there’s  a  clear 
understanding  of  the  new  processes. 
This  system  also  involves  significant  cul¬ 
tural  changes — always  a  risk. 

Before  contemplating  implementation 
of  broadbanded  pay  systems,  ask  your¬ 
self  the  following  questions: 

■  Are  there  compelling  business  needs 
and  unswerving  senior  management 
leadership  and  support? 

■  Is  there  a  willingness  to  shift  pay  ac¬ 


countability  to  IS  managers? 

■  Is  there  a  commitment  to  developing 
IS  careers? 

■  Does  open  communication  already 
exist  between  employees? 

■  Is  there  a  viable  support  system  for 
managing  performance  and  planning 
careers? 

If  you  answer  no  to  any  of  these  ques¬ 
tions,  sustaining  these  gains  will  become 
problematic. 

Competency-based  pay  structures  em¬ 
phasize  developing  and  paying  employ¬ 
ees  who  have  the  “competencies”  needed 
to  drive  the  organization’s  success.  These 
skills,  which  can  be  coached  or  learned, 
contribute  to  a  company’s  success  and 
are  consistently  exhibited  with  a  job  or 
role.  Like  broadbanding,  this  method 
promotes  a  shift  from  paying  for  the  job 
(the  traditional  multigrade  system)  to 
paying  the  person  for  what  he  or  she 
brings  to  the  job.  Existing  and  future 
gaps  in  required  skills  are  more  easily 
targeted  for  repair,  and  career  develop- 


e  know  you’re  way  too  busy  putting  out  fires 
to  focus  on  improving  customer  service,  streamlining 
business  processes  and  a  small  thing  like  contributing 
to  the  bottom  line.  That’s  why  a  customized  Nortel 
Power  Network  from  WilTel  is  such  a  novel  idea. 
We’ll  design  and  install  a  network  that  integrates 
and  enhances  your  business  operations.  We’ll  even 
handle  the  glitches  through  ongoing  maintenance 
and  network  monitoring.  Call  it  24/7  assurance. 
Basically,  you’re  free  to  worry  about  the  things  you 
need  to  worry  about.  It’s  the  kind  of  stuff  fairy 
tales  are  made  of. 

WilTel 

A  Williams 

Communications  Group 
Company 

YOU R  POWER  NETWORK.  OUR  RESPONSIBILITY 

For  the  rest  of  the  story,  call  WilTel  at 
1.888.9WilTel  www.wiltel.net 

Nortel  amt  Power  Network  are  trademarks  of  Northern  Telecom. 
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data  networking 


will  never  be  as  easy,  as  dependable  or 


as  reliable 
as  voice 
networking. 


Fold  page  so  point 
a  meets  point  b. 


See  how  InterNetWorking311 
from  Lucent  Technologies 
is  changing  the  face 
of  networking. 

For  more  complete 
demonstration, 
contact  a  Lucent  Account 
Executive.  (He/She  will 
bring  you  into  the  fold.) 


Lucent  Technologies 

Bell  Labs  Innovations 

600  Mountain  Avenue 

Murray  NJ  0„74  Q636 

nttp.// www.Iucent.com 

1-888-4-L ucent 


We  make  the  things  that  make  communications  work 
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ment  is  also  aided  by  defining  explicit  cri¬ 
teria  for  selection  and  advancement. 

When  combined  with  a  way  to 
reward  results,  whether  through  base 
pay  or  bonus  incentives,  competency- 
based  pay  can  be  a  seductive  solution, 
although  there  are  many  challenges  to 
surmount.  Simply  acquiring  competen¬ 
cies  does  not  ensure  results.  This  struc¬ 
ture  is  more  complex  to  design  and 
administer  than  broadbanding  and  is  cer¬ 
tainly  more  time-consuming,  according 
to  those  who  have  tried.  It  can  be  diffi¬ 
cult  to  keep  current  on  what  competen¬ 
cies  and  processes  are  necessary  for  a 
company’s  success,  to  apply  that  ongo¬ 
ing  analysis  at  both  team  and  individual 
levels  and  to  continually  have  to  adjust 
thinking  about  how  best  to  reward 
employees  for  attaining  competencies. 

Some  companies  balk  at  the  lack  of 
experiential  data  for  comparison 
because  competency-based  pay  struc¬ 
tures  have  not  matured  much  beyond 
performance  management.  Many  com- 


The  new  breed  of  IS  profes¬ 
sional  will  be  distinctive  for 
his  or  her  blend  of  technical 
and  nontechnical  skills, 
business  orientation  and 
attention  to  customer  service. 

panies  cite  the  significant  training  invest¬ 
ments  needed  to  be  successful  in  imple¬ 
menting  this  type  of  pay.  On  the  other 
hand,  uses  for  hiring,  training  and  selec¬ 
tion  or  promotion  are  slowly  emerging. 

Balanced  for  Success 

Migrating  toward  your  future  IS  organi¬ 
zation  requires  an  understanding  of  the 
fragile  balance  that  must  be  maintained 
between  compensation  programs  and 
corporate  culture.  If  one  is  changed  but 
not  the  other,  experience  shows  that  your 
singular  gain  may  come  at  a  greater  cost 


than  anticipated.  It’s  unlikely  PECO 
Energy  would  have  succeeded  in  achiev¬ 
ing  its  pay/culture  balance  without  broad 
involvement  of  workers  in  designing  the 
new  environment  and  the  underlying 
compensation  philosophy  and  plan.  With 
open  communication  about  the  overall 
mission  and  vision,  new  rules  and  work¬ 
ers’  apprehension,  needs  and  desires,  the 
cultural  change  initiatives  might  easily 
have  disintegrated  into  chaos. 

Some  IS  managers  complain  that  peo¬ 
ple  issues  have  supplanted  technology 
issues  as  the  chief  impediment  to  their 
success.  While  many  variables  are 
beyond  anybody’s  control,  people  prob¬ 
lems  are  negotiable.  Given  everything  IS 
will  have  to  deal  with  in  the  years  ahead, 
this  may  prove  to  be  a  blessing.  BE1 

David  W.  Foote  is  managing  partner  of 
Cromwell  Foote  Partners  LLC,  an  IT 
management  consultancy  based  in 
Stamford,  Conn.  He  can  be  reached  at 
dfoote@cromwellfoote.com. 


CHANGING  THE  COURSE  OF 

BUSINESS  IN  A  WORLD 
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Forrester  Research,  Inc. 

(NASDAQ:  FORR),  a  global 
enterprise  headquartered  in 
Cambridge,  Massachusetts, 
analyzes  the  impact  of  emerging 
technology  on  large  companies, 
consumers,  and  society.  Forrester 
goes  beyond  the  facts  to  offer 
corporate  decision-makei-s  the 
guidance  to  thrive  on  technological 
change.  Today,  escalating  demand 
for  our  business-focused  services 
creates  new  opportunities  to  join 
our  world-class  team. 

Senior  Analysts 

As  Senior  Analyst,  you  will  be  primary 
researcher,  writer,  speaker,  and  communica¬ 
tor  in  one  of  Forrester’s  IT  Research  Services 
—  helping  define  and  work  toward  building  a  high  perfor 
mance  organization  that  leverages  technologies  for  a 
competitive  advantage. 

Your  mission:  to  dive  into  the  hottest  issues  in  the 
Global  2,000  technology  markets  —  and  come  up 
with  the  concepts  that  will  drive  21st  century  success. 


Forrester 


You’ll  spearhead  cutting  edge  research  for  a 
monthly  service  that  probes  the  affect  of  new 
technologies  on  business... and  escalate  your 
own  career  as  you  change  the  way  businesses 
think  and  work  in  an  evolving  technological 
environment. 

At  least  7-10  years’  experience  within  a  rele¬ 
vant  discipline  is  essential,  as  are  superior 
analytical,  communication,  and  presentation 
skills.  Candidates  must  have  a  strong  intellec¬ 
tual  curiosity  about  technology’s  role  in  busi¬ 
ness  and  its  relationship  with  revenue  and 
profit... the  creativity  to  define  emerging 
trends. .  .and  the  daring  to  take  a  stand  on  his 
or  her  predictions.  These  are  full-time  posi¬ 
tions  based  in  Cambridge,  MA.  Relocation 
assistance  is  available. 

To  apply  for  the  position  of  Senior  Analyst, 
please  e-mail  your  resume  to  Strategic 
Growth  at  sg@forrester.com  or  fax  to  (617)  868-0577. 

For  more  information  about  Forrester,  please 
visit  our  corporate  website  at 

www.forrester.com 


Forrester  Research,  Inc.,  1033  Massachusetts  Avenue,  Cambridge,  MA  02138  USA  HELPING  BUSINESSES  THRIVE  ON  TECHNOLOGY  CHANGE 
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Presenting  our  new  expanded  line  of  servers.  Each  day  more  and  more  companies  realize 
the  power  and  advantages  of  running  their  operations  with  Compaq  servers. 

Today,  over  one  million  Compaq  servers  are  in  operation.  As  the  need  for  this  more  efficient  and 
intelligent  form  of  computing  has  expanded,  our  line  of  servers  has  expanded  to  meet  every  demand. 
The  ProSignia  200  is  our  entry-level  server,  which  your  business  can  buy  for  the  price  of  a  desktop. 

For  workgroups,  we  offer  the  ProLiant  800  and  the  new  850R,  which  is  the  first  high-density,  rack-ready  workgroup  server. 

Moving  up  the  organization,  we  offer  the  scalable  and  flexible  ProLiant  2500  for  departments  and  the  ProLiant  6000,  which  delivers  excellent 
price  performance  for  midrange  enterprises. 

The  ProLiant  6500  and  7000  are  the  newest  scalable  additions  to  our  line  and  establish  solid  enterprise  capabilities.  Each  offers  the  highest 
levels  of  availability  for  7x24  computing. 

From  the  very  beginning,  Compaq  servers  have  set  the  standard  for  open  systems  computing.  Today,  Compaq  management  software  allows 
companies  to  keep  networks  up  and  running  and  costs  down. 

The  days  of  having  to  run  your  business  only  on  the  big,  expensive  iron  are  over.  The  future  with  Compaq  is  a  wide  open,  newly  paved 
superhighway  just  begging  to  be  travelled. 

www.compaq.com/products/servers 


THE  GREAT  TECHNOLOGY 
WON'T  BE  BUILT  WITH 


E  FUTURE 


D  STEEL. 


©1997  Compaq  Computer  Corporation. 

All  rights  reserved  Compaq  registered  U.S.  Patent 
and  Trademark  Office.  rroSignia  and  ProLiant  are  registered 
trademarks  of  Compaq  (icfm|»*4pr  Corporation  Not  all  products  in  the 
ProSignia  and  ProLiant  families  contain  the  Pentium  II  processor.  The  Intel  Inside 
Logo  and  Pentium  are  regllered  trademarks  and  MMX  is  a  trademark  of  Intel  Corporation. 
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Staff  for  Rent 

There  is  a  method  to  manage  deployment  of 
internal  IS  and  external  contractors 

BY  BOB  CHATHAM 


WE  FACE  A  FUNDAMEN- 
tal  shift  in  the  nature  of 
the  IS  skills  market  be¬ 
cause  two  overwhelming 
forces  are  at  work.  User 
organizations’  demand  for  IS  skills 
continue  to  rise,  and  economies  of 
scale  increasingly  favor  IS  skills  and 
solution  providers.  Thanks  to  the 
expansion  of  client/server,  intranets, 
the  Internet,  the  millennium  bug  and 
other  urgent  technology  challenges, 
technology  service  providers  routinely 
outrecruit  users  for  IS  help.  They  pay 
bigger  salaries  and  offer  more  varied 

Go  Inside  or  Go  Outside? 


and  attractive  career  paths. 

These  powerful  market  forces  will 
drive  many  IS  organizations  from  their 
current  IS  service  provider  mentalities 
to  predominantly  service  procurer 
mind-sets.  Certainly,  IS  shops  will  con¬ 
tinue  to  grow  some  of  their  own  spe¬ 
cialty  IS  foods  to  meet  their  companies’ 
specific  tastes  and  needs.  However,  to 
survive  in  the  coming  staffing  market, 
IS  organizations  must  adopt  a  method¬ 
ology  that  not  only  identifies  which  IS 
resources  and  services  should  be  out¬ 
sourced  and  which  kept  in-house  but 
also  provides  guidelines  for  managing 


a  portfolio  of  internal  IS  groups  and 
external  technology  service  providers. 

Resource  portfolio  management 
(RPM)  is  such  a  methodology.  Com¬ 
panies  that  implement  RPM  retain  a 
core  of  highly  skilled  IS  managers 
who  fulfill  their  companies’  IS  needs, 
but  to  lessen  the  need  for  internal  IS 
skills,  RPM  favors  buying  over  build¬ 
ing.  Thus,  an  important  element  of  an 
IS  shop’s  mission  becomes  the  ability 
to  judge  and  buy.  IS  shops  must 
become  world-class  evaluators  and 
procurers  of  new  technologies  that 
will  deliver  value  to  the  company.  At 
the  same  time,  those  shops  must  learn 
to  abandon  the  internal  development 
of  nonmission-critical  projects  be¬ 
cause  such  projects  absorb  important 
financial  and  human  resources. 

What  Does  RPM  Cost? 

Despite  the  irresistible  forces  driving 
users  toward  RPM,  some  CIOs  vehe¬ 
mently  resist  the  idea.  They  cite  the 
apparently  huge  cost  difference  be¬ 
tween  internal  IS  employees  and  out¬ 
side  resources.  But  these  CIOs  miscal¬ 
culate  the  cost  equation.  Forrester’s 
research  shows  that  the  cost  difference 
shrinks  when  the  hidden  costs  of  inter¬ 
nal  employees  are  properly  factored 
into  the  comparison  (see  “Go  Inside  or 
Go  Outside?”  this  page).  Even  more 
dramatically,  the  difference  in  costs 
practically  disappears  when  the  ex¬ 
pense  of  not  having  the  right  IS  skills 
as  you  need  them  is  factored  in.  It  is 
telling  that  while  almost  half  of  the 
CIOs  we  interviewed  admitted  thev 

J 

were  limited  by  the  IS  skills  shortage, 
those  who  felt  most  limited  relied  on 
growing  their  own  IS  employees  for  79 
percent  of  their  needs.  At  the  same 
time,  those  who  felt  least  limited  relied 
on  internal  employees  for  only  55  per¬ 
cent  of  their  needs. 

Clearly,  the  CIO  willing  to  procure 
expertise  rather  than  develop  it  will  not 
only  be  able  to  better  control  costs 
but  will  also  operate  a  more  flexible 
shop.  “Internal  IT  labor  isn’t  as  cheap 


The  effective  management  of  staffing  assets  requires 
an  accurate  assessment  of  staffing  costs  $74/hour 

(real  total  cost) 


$63/hour 
(real  total  cost) 


Recruiting- 
Paid  time  off - 

Taxes- 


Perceived  salary — 
at $33/hour 


Full-time  staff 
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Intel  LANDesk  solutions.  Rocket  science  simplified. 


Intel  LANDesk  Server  Manager  Pro 


Network  management  is  no  easy  task. 
That's  why  Intel  has  developed  solutions 
to  give  you  the  control  you're  looking  for, 
from  deploying  PC  configurations  to 
managing  and  protecting  clients  and 
servers.  Intel  LANDesk®  solutions. 


•  Intel  LANDesk  Management  Suite  lets 
you  manage  all  PCs  on  Windows  NT*  and 
Novell  NetWare*  networks  from  a  single 
point  of  administration. 

•  Intel  LANDesk  Configuration  Manager 
cuts  the  cost  of  deploying  Windows*  95  and 
Windows  NT  on  networked  PCs  by  install¬ 
ing  your  standardized  desktops  over  the 
network. 

•  Intel  LANDesk  Virus  Protect  provides 
true  multi-layer  virus  protection  for  client 
PCs  and  servers. 


•  Intel  LANDesk  Server  Manager  prod¬ 
ucts  help  you  maximize  server  uptime. 

Best  of  all,  Intel  LANDesk  products  work 
across  multiple  operating  systems,  provid¬ 
ing  you  flexible,  standards-based  solutions. 
Visit  our  Web  site  today  to  learn  more. 

►  www.intel.com/network/landesksolution/ 


intel. 
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as  you  think,”  points  out  the  CIO  of  a 
large  telecommunications  company. 
“Our  rate  is  $65  per  hour,  including  re¬ 
cruiting,  training  and  hidden  costs,  while 
contractors’  rates  are  $76  per  hour.  And 
that  doesn’t  include  the  opportunity  cost 
of  not  having  a  body  when  you  need  it.” 
Indeed,  while  many  CIOs  perceive  the 
multiple  of  employee-to-contractor  costs 
to  be  as  high  as  2.3,  the  actual  multiple  is 
closer  to  1.2. 

Planning  for  RPM 

Forrester  recommends  a  triad  of  cate¬ 
gories  that  determine  what  should  and 
should  not  be  outsourced.  To  examine 
your  company’s  needs  this  way,  divide 
IS  activities  and  new  projects  within  the 
portfolio  into  three  groups:  critical,  crit¬ 
ical  and  differentiating,  and  neither  crit¬ 
ical  nor  differentiating. 

Critical  functions  support  important 
business  processes  but  aren’t  a  source  of 
competitive  differentiation.  For  exam¬ 
ple,  an  IS  application,  infrastructure 
component  or  project  can  be  deemed 
critical  if  a  failure  would  shut  down  a 
customer-serving  or  revenue-supporting 


An  organization  must 
first  have  guiding 
principles  to  indicate 
what  to  outsource  and 
what  not  to  outsource. 

operation,  or  if  a  failure  could  result  in 
a  legal  or  regulatory  breach.  An  IS  func¬ 
tion  is  both  critical  and  differentiating  if 
it  is  part  of  a  current  or  planned-for  cus¬ 
tomer  experience  that  drives  decisions 
to  choose  one  company  over  another  or 
if  the  capability  would  cause  a  company 
to  lose  competitive  strength  should  a 
competitor  adopt  it. 

Companies  that  move  to  the  RPM 
approach  will  find  they  have  created  a 
different  IS  resource  allocation  map. 
They  will  also  find  that  the  triad  of  cate¬ 
gories  will  make  adhering  to  a  few  man¬ 
agerial  principles  easy. 

■  Use  outside  suppliers  for  all  noncriti- 
cal  needs.  IS  applications  and  infrastruc¬ 
ture  that  aren’t  critical  to  your  business 
and  don’t  provide  competitive  differenti¬ 


ation,  such  as  data  center  operations 
and  WAN  support,  are  commodities. 
These  utility-like  functions  can  be  ob¬ 
tained  from  external  providers  that  will 
provide  the  required  service  quality  at 
the  lowest  cost. 

■  Open  critical — but  nondifferentiat¬ 
ing — IS  services  to  competitive  bid.  De¬ 
cide  between  internal  and  external  pro¬ 
viders  using  a  fair  competitive  bidding 
process.  To  be  sure  the  process  is  equi¬ 
table,  establish  both  the  real  cost  of  pro¬ 
viding  these  services  in-house  and  the 
required  level  of  service.  Most  companies 
underestimate  the  true  costs  of  providing 
a  service  by  failing  to  include  all  the  indi¬ 
rect  support  costs  and  overhead.  Simi¬ 
larly,  most  IS  groups  overestimate  their 
business  customers’  service-level  needs 
and  take  pride  in  delivering  gold-level 
services  when  less  is  actually  required. 

■  Protect  critical  and  differentiating 
services.  Only  the  most  trusted  vendor 
partners  should  be  allowed  to  supply  IS 
services  that  set  a  company  apart  from 
its  competition.  Many  companies  will 
choose  to  deliver  these  services  with  in- 
house  resources  to  minimize  the  risk  of  a 


Business  Intelligence 
to  the  third  power. 

PowerPlay®:  The  #1  OLAP  tool 

to  explore  corporate  data  and 

analyze  trends  from  any  angle. 
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competitor  getting  its  hands  on  the  tech¬ 
nology.  Whether  an  external  vendor  is 
involved  or  not,  an  RPM  IS  shop  should 
maintain  the  design  responsibility  and 
the  necessary  technical  know-how  to 
run  and  improve  the  system  on  its  own. 

Take  Six  Giant  Steps 

To  make  an  IS  organization  one  that 
supports  resource  portfolio  manage¬ 
ment,  an  organization  must  commit  to 
six  procedures. 

1 .  Treat  existing  internal  IS  groups  as 
separate  organizations.  Evaluate  them 
as  profit  centers  by  requiring  them  to 
cover  their  costs  completely  by  charging 
users  for  services.  This  is  not  as  tall  an 
order  as  it  first  seems.  Internal  IS  profit 
centers  have  a  cost  advantage  over  ex¬ 
ternal  providers  because  they  do  not 
need  to  make  an  actual  profit,  nor  do  they 
require  extensive  sales  and  marketing 
organizations.  Going  to  such  a  model 
eliminates  the  need  for  elaborate  bench¬ 
marking  studies.  What’s  more,  if  users 
know  that  any  work  they  ask  for  will 
ultimately  result  in  a  bill,  requests  with 
questionable  value  will  decrease. 


2.  Make  the  contract  signers  live  with 
their  decisions.  Employees  who  nego¬ 
tiate  contracts  should  be  responsible  for 
managing  them. 

3.  Consider  expert  help.  The  rise  of  the 
technology  services  market  has  created 
a  new  breed  of  professional  services 
called  outsourcing  intermediaries.  Typi¬ 
cally  specialized  practices  in  or  spinoffs 
from  law  or  consulting  firms,  they  pro¬ 
vide  unbiased  assistance  and  training  in 
development,  cost/benefit  analysis  and 
contract  construction. 

4.  Define  responsibilities.  Before  any 
transition  begins,  be  crystal  clear  on 
where  company  responsibilities  end  and 
vendor  responsibilities  begin.  The  rules 
of  the  game  must  be  explicitly  spelled 
out  in  the  contract. 

5.  Divide  resources.  No  internal  IS  per¬ 
son  should  be  left  without  a  job  because 
of  a  shift  to  RPM — overall  demand  for 
IS  skills  is  too  high.  However,  do  specify 
in  the  contract  which  key  individuals 
will  be  kept  as  internal  employees  by 
protecting  them  with  a  no-poach  clause. 
Require  the  IS  service  provider  to  absorb 
the  remaining  staff. 


6.  Reassimilate  the  people.  The  key  to 

reassimilating  employees  quickly  into 
new  RPM  roles  is  an  effective  and  infor¬ 
mative  communication  plan.  The  top 
priorities  of  this  plan — careful  message 
development,  refinement  and  clear  deliv¬ 
ery — are  similar  to  those  used  during 
any  major  IS  organization  change  (a 
merger,  for  example).  Messages  should 
focus  on  business  reasons  behind  the 
decision,  vendor  strengths,  business 
plans  and  opportunities  for  the  unit. 

Moving  to  a  procurement-based  strat¬ 
egy  from  the  historic  model  of  a  pro¬ 
vider-oriented  structure  will  be  a  big  step 
for  many  IS  employees — some  of  whom 
won’t  be  there  when  it’s  over.  However, 
the  transition  is  essential.  Companies 
that  resist  the  new  forces  in  the  IS  skills 
market  will  wake  up  one  day  to  find  their 
best  people  gone  and  their  future  resting 
on  inflexible,  tactical  arrangements  with 
external  IS  providers.  013 


Bob  Chatham  is  a  senior  analyst  for  For¬ 
rester  Research  Inc.  in  Cambridge,  Mass. 
He  can  be  reached  at  61 7  497-7090  or 
via  e-mail  at  bchatham@forrester.com. 
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Year  2000  Challenge 

SMOOTHING  THE  CONVERSION  TO  THE  21ST  CENTURY 


Plenty  of  Fish  in  the 
Sea?  Not  This  Year. 

To  survive  the  squeeze  on  Y2K  talent,  try  these 
( sometimes  unorthodox)  tips  for  finding  and 
keeping  the  right  folks 

BY  SCOTT  KIRSNER 

WE’RE  FACING  A  SEVERE 
shortage  of  good  people 
like  Skip. 

Regular  readers  of 
humorist  Dave  Barry’s 
column  will  recognize  Skip  as  the 
ultracapable  “painter,  carpenter,  roofer 
and  lobsterperson”  who  is  frequently 
called  upon  to  repair  Barry’s  house.  In 
a  recent  piece,  Barry  wrote,  “I  bet  that 
if  the  computer  industry  asked  Skip  to 
fix  the  millennium  bug,  he’d  take  a 


look  at  the  problem,  get  some  parts  out 
of  his  truck  and  have  the  whole  thing 
straightened  out  in  a  matter  of  hours, 
after  which  he  could,  if  desired,  catch 
the  computer  industry  a  lobster.” 

Unfortunately,  that  scenario  is 
unlikely  to  play  out  anywhere  other 
than  Barry’s  fertile  imagination. 
Eradicating  the  millennium  bug  calls 
for  an  army  of  skilled  programmers, 
testers  and  managers  who  can  pull  off 
a  successful  year  2000  conversion  proj¬ 


ect.  As  consultants  and  their  clients  race 
to  sign  up  qualified  Y2K  team  mem¬ 
bers,  the  help  wanted  sections  of  news¬ 
papers  are  bulging  with  ads  seeking 
Y2K  talent,  and  recruiters  can  hardly 
handle  the  influx  of  calls  requesting 
Y2K  personnel. 

“The  demand  is  exceeding  the  sup¬ 
ply,”  says  Doug  Young,  vice  president 
and  CIO  at  Management  Recruiters 
International  Inc.,  a  search  company 
based  in  Cleveland.  “It’s  becoming 
tough  to  find  competent  people  to 
handle  the  year  2000  problem 
because  a  lot  of  companies  are  just 
starting  to  wake  up  to  the  fact  that 
they  all  need  these  resources.” 

The  stats  on  the  tightening  talent 
market?  Gartner  Group  Inc.  says  staff 
salaries  have  shot  up  by  about  20  per¬ 
cent,  with  further  increases  expected. 
Help  from  systems  integrators  and 
consultants  is  also  getting  more 
expensive:  Rates  have  risen  by  as 
much  as  25  percent  in  the  past  year, 
according  to  Gartner.  The  Yankee 
Group  in  Boston  pegs  the  cost  of  Y2K 
staffing  at  $50  billion  for  the  5,000 
largest  U.S. -based  multinational  com¬ 
panies  and  says  solving  the  problem 
will  require  an  additional  275,000 
programmers.  Recruiters  are  begin¬ 
ning  to  charge  premium  placement 
fees  for  Y2K-savvy  bodies.  Oh,  and 
annual  turnover  on  Y2K  teams  is 
expected  to  hit  the  20  to  30  percent 
range,  according  to  Peter  de  Jager,  a 
Brampton,  Ontario-based  Y2K  guru 
and  technology  consultant. 

CIOs  expecting  to  neutralize  their 
Y2K  problems  in  time  must  devise  a 
plan  for  coping  with  the  resource 
squeeze.  They  need  to  address  a  vari¬ 
ety  of  issues:  the  extent  to  which  a 
company  will  handle  conversion  inter¬ 
nally,  attracting  and  retaining  the  right 
people  for  the  Y2K  team,  and  strategi¬ 
cally  using  consultants  and  other  exter¬ 
nal  help  where  necessary.  Addressing 
those  issues  will  require  a  set  of  tools 
and  techniques — some  unorthodox — 
for  effective  resource  management. 
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Because  you  have  more  on  your  mind 


than  memory. 
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That’s  why 

there’s  VisionTek. 

Time  ticks  toward  New  Year's  Eve, 
1999.  And  when  the  ball  drops, 
you'll  have  to  be  the  one  to  catch 
it.  Before  it  falls  on  your  entire 
organization. 

In  these  times,  you  need  more 
than  quality  products  from  your 
memory  vendor.  You  need  ideas 
and  assistance  to  make  memory 
management  easier  and  more 
cost-effective.  What  you  really 
need  is  not  to  have  to  worry 
about  it. 

That's  why  we  bundle  extra  services 
for  corporate  IS  with  every  module 
we  sell.  That  includes  keeping  you 
current  on  the  market  forces  that 
will  affect  your  equipment  budgets. 
Tailoring  buy-back  programs  to  help 
you  upgrade  more  economically. 
Helping  you  minimize  downtime 
with  loaner  units,  no-hassle  RMAs 
and  same-day  shipping.  And  more. 

All  because  you  have  enough  on 
your  mind  solving  the  problem  of 
the  century.  Maybe  you  could  use 
the  extra  attention  and  agility  that 
big,  slow,  "memory  for  the  masses" 
vendors  just  don't  deliver.  Call 
today  for  all  the  details.  Because 
the  clock's  ticking. 

Call  your  authorized  reseller  or 
1-800-360-7188. 
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Year  2000  Challenge 

Internal  or  External? 

Calling  in  the  cavalry  to  help  squash  the 
millennium  bug  is  an  attractive  option 
for  many  CIOs.  But  there  are  some 
caveats:  Outside  aid  can  break  the  bank, 
and  longtime  IS  employees,  who  typi¬ 
cally  have  a  better  understanding  of  how 
an  organization’s  systems  work  than  do 
consultants,  will  prove  to  be  better 
repairmen. 

“To  us,  the  most  efficient  approach  is 
using  our  internal  resources,”  says  Chas 
Snyder,  head  of  Levi  Strauss  &  Co.’s 
Y2K  project  for  the  United  States  and 
chairman  of  the  company’s  global  effort. 
“We  have  gone  outside  for  [areas]  where 
we  lack  the  technology  skill  set,  like  old 
IMS  stuff.”  Snyder  also  adds  that  when 
the  San  Francisco  company  opts  to  out¬ 
source,  it  does  so  for  larger  segments  of 
the  project.  “You  need  to  look  for  eco¬ 
nomies  of  scale  and  find  stuff  that’s  big 
enough  where  you  feel  it’s  worth  your 
while  to  manage  a  vendor,”  Snyder  says. 

The  jeans  maker  is  racing  to  patch 
14,000  programs  in  the  United  States  by 
the  end  of  1998,  and  Snyder  says  he 
intends  to  bring  in  a  number  of  outside 
contractors  to  lend  a  hand.  But  to  hedge 
against  rate  inflation,  which  he  fears  may 
be  anywhere  from  15  to  20  percent, 
Snyder  has  locked  Levi  Strauss’s  contrac¬ 
tors  into  longer  contracts — averaging  a 
year  rather  than  the  typical  six  months. 
“You  don’t  want  to  have  to  renegotiate 
contracts  down  the  road,  when  you’ll 
inevitably  have  less  leverage,”  he  says. 

Outdoor  sporting  goods  specialist 
L.L.  Bean  Inc.  is  also  hiring  a  few  out¬ 
side  consultants,  but  the  Freeport, 
Maine,  company  has  hit  upon  another 
idea  for  finding  additional  help.  L.L. 
Bean  is  scouting  for  Y2K  team  members 
from  within  the  ranks  of  its  seasonal 
workforce,  which  balloons  from  4,500 
year-round  employees  to  8,500  around 
the  holidays.  “Unless  you’re  hiring 
someone  with  a  proven  Y2K  track 
record — and  those  people  are  few  and 
far  between — it’s  a  good  idea  to  go  with 
the  known  entity:  your  own  people,” 
remarks  Dave  Bettinger,  communica¬ 
tions  specialist  for  L.L.  Bean.  He  adds 
that  many  of  the  people  who  work  in 
L.L.  Bean’s  retail  operation  or  answer 
the  phones  hold  college  or  advanced 
degrees.  After  a  six-year  hiatus,  the 
company  recently  reinstituted  a  pro¬ 


grammer-training  course,  aimed  at  intro¬ 
ducing  non-IS  employees  to  languages 
like  Cobol  and  JCL. 

L.L.  Bean  is  also  working  with  the 
University  of  Maine  and  a  number  of 
private  colleges  in  the  area  to  identify 
graduates  talented  in  the  IS  arena  and 
has  instituted  a  bounty  for  employees 
who  refer  candidates  to  the  company. 

"Corporations  are  going  from 
denial  to  panic,  and  there's 
nothing  in  between." 

-Jack  Devlin 

Both  L.L.  Bean  and  Levi  Strauss  kept 
their  own  people  at  the  helm  of  the  Y2K 
project.  As  Bettinger  says,  “We  made  a 
decision  upfront  that  we  wanted  to  retain 
all  leadership  of  this  project  internally.” 
But  the  balance  will  be  different  for  every 
company,  says  Ann  Coffou,  managing 
director  of  Giga  Information  Group’s 
Year  2000  Relevance  Service.  She  ticks  off 
a  list  of  questions  CIOs  should  ask  when 
considering  how  much  Y2K  work  can  be 
handled  internally  and  how  much  should 
be  outsourced.  For  instance: 

■  Are  you  going  to  stop  everything 
else  to  concentrate  on  Y2K?  If  so,  then 
you  might  have  the  resources  to  do 
compliance.  If  not,  ask  if  you  need  full 
timers  on  a  long-term  basis. 

■  Will  you  have  things  for  Y2K  full 
timers  to  do  afterward? 

■  If  you  need  temporary  people,  do 
you  just  want  bodies  or  do  you  also 
want  project  managers? 

■  Do  you  want  consultants  in  for  the 
entire  life  cycle  of  the  project  or  will 
they  handle  only  specific  portions? 

To  enlist  the  right  consulting  firm  for 
reinforcements,  you  must,  most  impor¬ 
tantly,  be  an  informed  buyer.  “There  are 
a  lot  of  roofing,  sheeting,  siding  and  year 
2000  firms  cropping  up  out  there,”  says 
Harris  Miller,  president  of  the  Information 
Technology  Association  of  America,  an 
Arlington,  Va. -based  company  that  has 
begun  a  certification  program  for  Y2K 
vendors.  Peter  de  Jager  concurs  but  adds 
that  it’s  impossible  to  put  out  an  RFP  for 
consultants  with  20  years  of  Y2K  experi¬ 
ence  because  they  don’t  exist.  “Look  for 
consultants  who’ve  had  experience  with 
large,  highly  integrated  systems,”  he  ad¬ 


vises.  “And  [exercise]  due  diligence.  Find 
out  who  their  clients  are  on  your  own, 
and  speak  to  people  who  may  have  had 
problems  with  them.” 

Finding  the  Right  People 

When  it  comes  to  talent,  both  consul¬ 
tants  and  corporations  are  angling  for 
the  same  people.  Among  the  hardest 
positions  to  fill  are  experienced  project 
managers  and  qualified  testers.  Seasoned 
managers  who  have  handled  large,  inter¬ 
departmental  projects  are  invaluable  to 
any  Y2K  project — and  are  most  vulner¬ 
able  to  being  lured  away.  “If  you’ve  got 
a  project  manager  who  has  done  a  big 
merger  or  acquisition  or  another  enter¬ 
prisewide  project,  that’s  someone  in  dan¬ 
ger  of  being  poached,”  says  Leonard 
Neely,  Stamford,  Conn. -based  Meta 
Group  consulting  manager  of  Y2K  ser¬ 
vices.  And  Neely  believes  that  testers, 
who  can  methodically  hammer  away  at 
“fully  remediated”  applications,  are  also 
overlooked  when  many  organizations 
are  drafting  resource  plans. 

Where  can  you  find  these  people? 
Nabbing  talent  from  competitors  is 
always  an  option,  although  Neely  warns 
against  it.  Some  companies  are  offering 
to  train  recent  college  graduates,  and  oth¬ 
ers  are  scrutinizing  their  pension  rolls  for 
qualified  retirees.  “This  is  a  great  time  for 
retired  folks  to  come  out  of  the  spider 
webs,”  says  Jack  Devlin,  president  of  the 
Devlin  Search  Group  Inc.  in  North 
Andover,  Mass.  (Be  sure  their  return  to 
the  workstation  doesn’t  mess  with  their 
pensions,  though.)  Enlisting  the  help  of 
recruitment  agencies  is  another  option; 
Devlin  says  he  recently  got  a  request  from 
a  company  looking  to  fill  200  Y2K- 
related  positions.  “Corporations  are 
going  from  denial  to  panic,  and  there’s 
nothing  in  between,”  he  explains. 

Retaining  Y2KTeam  Members 

Once  a  team  has  been  assembled  to 
address  application  fixes,  testing  and  roll¬ 
out,  another  hurdle  shouldn’t  be  over¬ 
looked:  keeping  that  team  intact. 
“Retention  strategies  become  very  criti¬ 
cal,”  says  Howard  Rubin,  chairman  of 
New  York  City’s  Hunter  College  com¬ 
puter  science  department  and  an  inde¬ 
pendent  Y2K  consultant.  “Companies 
should  do  an  inventory  to  understand 
who  is  critical  to  the  project.”  He  suggests 
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complicated.  And  with  the  myriad  mission-critical  issues  involved,  it  just  seems  to  get  more  overwhelming 
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Year  2000  Challenge 


"Everybody  with  any  kind  of  Y2K  skill  set  has  been  contacted 
by  a  search  firm  and  told  how  much  they  could  be  earning 
somewhere  else." 


drawing  a  four-quadrant  grid,  with  the  X 
axis  representing  an  employee’s  knowl¬ 
edge  of  the  organization’s  systems  and  the 
Y  axis  representing  an  employee’s  Y2K- 
related  skill  set.  Employees  who  wind  up 
in  the  upper-right  corner  are  those  who 
companies  should  work  hardest  to  retain. 

Rubin  recommends  not  only  estab¬ 
lishing  reward  systems  for  team  members 
but  also  being  prepared  to  respond  quick¬ 
ly  to  job  offers  made  to  valuable  employ¬ 
ees.  “You  almost  need  a  seismograph  to 
watch  any  movement  very  closely  and  be 
prepared  to  counter  it,”  he  says.  “You 
have  to  be  ready  to  match  any  offer.” 

There’s  some  dissent,  though,  on  how 
incentive  schemes  should  work.  Some 
CIOs  and  analysts  believe  that  Y2K  team 
members  must  be  rewarded  richly  for 
their  participation  in  the  project,  with 
perks  such  as  increased  vacation  days, 
flextime  and  the  opportunity  to  work 
from  home,  not  to  mention  signing 
bonuses,  cash  rewards  linked  to  delivery 
milestones  and  stock  options  that  don’t 
vest  until  after  2000.  This  side  of  the  great 
reward  debate  says,  “Spare  no  expense,” 


according  to  Lou  Tarricone,  global  year 
2000  practice  leader  for  the  New  England 
region  at  KPMG  Peat  Marwick  LLP  in 
Boston.  “We  haven’t  let  prior  compensa¬ 
tion  rules  keep  us  from  getting  the  best 
people.  We’re  looking  at  the  three-year 
time  horizon  for  what  these  people  are 
going  to  be  worth.” 

But  others  report  problems  with  giv¬ 
ing  star  treatment  to  Y2K  specialists. 
“Incentives  can’t  just  be  for  your  Y2K 
team,  or  you’ll  lose  other  people,”  warns 
L.L.  Bean’s  Bettinger.  “We’re  looking  at 
a  plan  that  will  compensate  all  of  IS.” 
Snyder  at  Levi  Strauss  agrees,  noting,  “If 
there’s  one  thing  I’ve  learned  about  HR, 
it’s  that  you  have  to  be  fair  and  consis¬ 
tent.”  He  says  CIOs  seeking  to  retain 
Y2K  employees  should  pursue  compa¬ 
nywide  initiatives  to  make  the  entire 
organization  a  better  place  to  work. 


-Lou  Tarricone 

And  A1  Jacobsen,  president  of 
Omicron,  an  Atlanta-based  technology 
consortium,  adds  that  an  increase  in 
salaries  and  bonuses  can  put  a  company 
in  a  tough  position  for  the  21st  century. 
“If  we  keep  upping  our  base  salaries 
between  now  and  the  year  2000,  what  are 
our  base  salaries  going  to  look  like  when 
we’re  over  the  hump?”  he  asks.  Jacobsen’s 
proposed  solution  is  to  hold  salaries 
steady  and  instead  offer  employees  sup¬ 
plemental  educational  funds.  “If  you  help 
your  people  stay  on  the  bleeding  edge  of 
technology,  it  not  only  helps  them  main¬ 
tain  their  personal  worth  on  the  street,  but 
it  helps  your  organization,  too,”  he  says-. 

Surviving  the  Aftermath 

No  one  expects  to  breathe  a  sigh  of  relief 
on  Jan.  1, 2000.  The  IT  industry’s  under¬ 
lying  shortage  of  skilled  people  is  likely 
to  survive  into  the  new  millennium; 
while  Cobol  programmers  may  fall  out 
of  favor,  network  administrators,  Java 
coders  and  security  specialists  are 
expected  to  remain  hot  commodities.  So 
the  resource  management  skills  devel¬ 
oped  in  the  crucible  of  Y2K  will  serve  IT 
managers  well  into  the  future. 

Neely  at  Meta  Group  describes  that 
kind  of  organizational  learning  as  the 
“silver  lining  in  the  Y2K  cloud.”  But  it  is 
learning  that  will  take  place  in  an  incred¬ 
ibly  competitive  arena.  Consulting  firms 
and  competitors  are  vying  for  the  people 
you  need  on  your  team.  “Everybody 
with  any  kind  of  Y2K  skill  set  has  been 
contacted  by  a  search  firm  and  told  how 
much  they  could  be  earning  somewhere 
else,”  says  KPMG’s  Tarricone.  “The 
marketplace  is  very  tight.” 

In  this  kind  of  environment — assum¬ 
ing  that  it’s  unlikely  someone  like  Skip 
will  come  along  and  straighten  everything 
out — resource  management  becomes  a 
key  competitive  advantage.  GD3 

Scott  Kirsner,  a  Boston-based  writer 
and  consultant,  is  working  on  a  series  of 
articles  for  CIO  on  the  Y2K  problem. 
He  can  be  reached  via  e-mail  at  kirsner@ 
worldnet.att.net. 


Shortage?  What  shortage? 

At  least  one  Y2K  researcher 
believes  the  resource 
crunch  may  be  artificial 


M 


ANY  COMPANIES  ARE  FRIT- 

tering  away  technology  labor 
on  nonmission-critical  projects 
like  Web  development,  according  to 
Capers  Jones,  chairman  of  Software  Pro¬ 
ductivity  Research  in  Burlington,  Mass.  "Companies  haven't  applied  their  available 
resources  because  they're  not  taking  this  seriously  enough,"  says  Jones.  "People 
need  to  suspend  work  on  all  other  software  except  emergency  repair  and  statutory 
changes.  If  you  did  that  and  devoted  all  available  resources,  saving  1 5  percent  for 
emergency  repairs,  then  you'd  have  sufficient  resources."  Others  argue  that  such  a 
drop-everything  approach  can  damage  a  company's  competitiveness. 

Jones's  other  suggestions  for  devoting  more  manpower  to  Y2K  remedies 
include  adding  shifts,  establishing  software  labs  three  time  zones  apart  so  that 
work  can  continue  24  hours  a  day  and  lobbying  Congress  to  suspend  antitrust 
regulations.  "That  would  allow  companies  to  pool  their  year  2000  resources," 
says  Jones.  -S.  Kirsner 
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Soliant  and  the  Soliant  design  are  trademarks  of  Bellcore. 
Bellcore  is  an  SAIC  company. 


companies 
use  the  Internet 
to  maintain  a 
Web  site. 


You  can  merely  be  on  the  Net.  Or  you  can  be  one  of  the  most  awesome  competitors  on  it.  To  do  the  latter,  talk  with 
Bellcore’s  Soliant  Internet  Systems.  When  it  comes  to  ideas  that  build  revenues  and  cut  costs,  no  one  pushes  the  power 
of  the  Net  further.  It’s  what  you’d  expect  from  Bellcore,  the  people  who  invented  the  networking  software  on  which 
almost  all  of  the  U.S.  telecom  system  runs.  Now  with  our  unparalleled  networking  expertise,  customized  software  and 


business  process  know-how,  we’re  helping  companies  take  the  Net’s  business  potential  to  the  max.  Anyone  can  go  on 


the  Internet.  With  us,  you  can  rule  it. 


Internet  Systems 


Our  customers 
use  it  to 
maintain  an 


How  Business  Succeeds  in  Cyberspace 

www.soliant.com 


Crisis 


ork  Administrator 


Can  IS  be  saved  from  the  ravages  of  the  staffing 
crisis f  Yes — with  innovation,  cooperation 
and  motivation. 

Recruit,  retain,  reskill  •  That’s  the  ongoing  mis¬ 
sion  of  CIOs  charged  with  whipping  the  current  information 
systems  staffing  crisis. 

Understaffed,  underskilled,  over¬ 
whelmed.  That’s  the  sinking  feeling  conveyed  to  us 
repeatedly  by  CIOs  who  feel  the  crisis  is  whipping  them. 

You  don’t  need  us  to  tell  you  there’s  a  problem.  You’ve  told 
us  for  months — at  conferences,  in  reader  panels  and  through 
online  forums — just  how  badly  your  businesses  are  affected  by 
the  dearth  of  qualified  IS  talent. 

What  you  need  now  are  solutions,  and  that’s  the  mission  of 
this  special,  year-end  issue:  to  show  how  organizations  are 
tackling  the  IS  staffing  crisis — and  winning. 
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Central  to  this  issue  is  a  specially 
commissioned  CIO  survey,  “The  IS 
Staffing  Crisis:  Trends  and 
Solutions,”  that  crosses  industries 
and  regions  to  illus¬ 
trate  how  seriously  IS 
shops  are  (and  will 
be)  struck  by  the 
staffing  dilemma. 
This  survey  of  316 
CIOs  also  pinpoints 
the  most  and  least 
effective  recruiting  and  retention 
techniques  in  use  today.  The 
study’s  highlights  are  included  in 
the  overview,  “Desperate  Times, 
Creative  Measures,”  (Page  54)  by 
Peter  Fabris,  who  interprets  the 
results  to  frame  the  crisis  while 
explaining  what  human  resources 
executives  and  zoo  animals  have  in 
common. 

This  issue  also  spotlights 

►  The  HR  Connection:  how 

human  resources  and  IS  executives 
can  repair  their  rela¬ 
tionships  and  pull 
together  to  solve 
their  mutual  prob¬ 
lem,  by  Lauren 
Gibbons  Paul 


►  Online 
Recruiting:  how 

companies  are 
increasingly  using 
the  Internet  to 
enhance  their  tra¬ 
ditional  recruiting  methods,  by 
Ruth  Greenberg 

►  Retention:  what 
works  when  it  comes 
to  keeping  those 
valuable  IS  staffers, 
by  Alex  Frankel 


►  Retraining: 

findings  from 
companies  that 
skirt  the  skills 
shortage  by 
retraining  their  veteran  IS  and  busi¬ 
ness  employees,  by  Tom  Field 

In  addition,  we  examine  the 
future  of  the  IS  staff,  present  the 
horror  stories  of  a  job  hunter  and 
reveal  a  spectrum  of  staffing  news 
items  and  resources.  Of  course,  this 
special  issue  is  not  the  last  word  on 
solving  the  problem.  It’s  our  hope 
that  it  will  expand  the  dialogue; 
just  as  you’ve  freely  shared  your 
frustrations  in  confronting  this  cri¬ 
sis,  please  be  equally  as  open  in 
sharing  your  home-grown  solu¬ 
tions.  Visit  our  online  forum  and 
research  center  dedicated  to  this 
topic  and  help  the  CIO  community 
fulfill  its  mission  and  overcome  this 
crisis. 

-Torn  Field,  Senior  Writer 


Staffing  Crisis  Resources 


Online  Forum  &  Research  Center 

Visit  our  newest  online  forum  and 
research  center,  dedicated  to  the  IS 
staffing  crisis.  Post  questions  for 
your  peers  and  share  insights, 
experiences  and  solutions. 
www.cio.com/forums/staffing 

"The  IS  Staffing  Crisis: 

Trends  and  Solutions" 

We've  reported  the  highlights  of 
this  survey  in  this  issue.  For  infor¬ 
mation  on  how  to  order  the  full 
report,  contact  Lisa  Kerber  at  508 
935-4449  or  via  e-mail  at  kerber@ 
cio.com. 
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The  current  IS  staffing  environment  is  bleak  and 
unlikely  to  improve  any  time  soon.  To  meet  the 
challenge ,  some  companies  have  developed  innovative 
solutions  to  recruit  and  retain  IS  talent. 


BY  PETER  FABRIS 


For  executives  charged  with  staffing  IS  departments, 
these  are  certainly  desperate  times.  A  shortage  of  technical 
personnel  combined  with  intense  demand  for  new  skills  and 
bidding  wars  have  made  recruiting  and  retaining  staff  fran¬ 
tic  pursuits.  According  to  the  Information  Technology 
Association  of  America  (ITAA),  one  IS  position  is  unfilled 
for  every  10  employees  at  large  and  midsize  IS  companies  in  the  United 
States  today;  that  translates  to  more  than  190,000  vacancies. 

To  make  matters  worse,  demand  for  technical  workers  in  corpo¬ 
rate  America  keeps  rising.  About  80  percent  of  large  and  midsize  com¬ 
panies  expect  to  add  to  their  IS  workforces  this  year,  according  to  a 
recent  ITAA  study,  “Help  Wanted:  The  IT  Workforce  Gap  at  the 
Dawn  of  a  New  Century,”  which  focused  on  about  2,000  companies, 
evenly  divided  between  IT  and  non-IT  industries.  And  with  the  lure 


Reader  R0I 


RECRUITING  AND  RETAINING 
workers  top  the  list  of 
headaches  for  many  CIOs. 
Staffing  an  IS  department  has 
never  been  more  difficult.  By 
reading  this  story,  you'll  discover 

►  Why  IS  turnover  is  so  high 

►  Strategies  to  help  recruit  and 
retain  workers 

►  What  to  expect  in  the  future 
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SURVEY  AVERAGE 

57.9% 

28.8% 

13% 

14.5% 


No  End  in  Sight 


You  think  you  have 
hiving  problems i 
California's  CIO, 
John  Thomas  Flynn, 

has  to  compete  with 
a  booming  private 
sector  that's  creating 
/  ,000  jobs  per  day. 


14.7% 

19.7% 

16% 

10.4% 

12.4% 
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Turnover  predictions  and  current  rates 

STAFF  SIZE  RESPONDENTS  PREDICTING  TURNOVER  WILL 

Increase  Remain  stable  Decrease 


CURRENT 
TURNOVER  RATES 


PHOTO  BY  EDWARD  CALDWELL 


This  simple  chart  only  begins  to  explain  the  enormous 
difference  between  Unicenter®  and  IBM/Tivoli  TME  10. 

What  clients  want  today  are  complete  solutions  not 
just  software  initiatives  like  SAA, 

OfficeVision  and  SystemView.  The 
questions  are,  do  you  want  to  bet  your 
career  on  IBM’s  view  of  the  future?  Can 
you  afford  to  wait?  And  how  can  you 
have  confidence  in  a  solution  that  is  so 
IBM-centric  and  biased? 

Those  are  just  a  few  reasons  why 
thousands  of  clients  prefer  Unicenter.  It’s 
the  industry  standard  for  network  and  systems 
management.  Today,  more  than  93%  of  the 
Fortune  500  and  thousands  of  small  to 
medium-size  businesses  trust  CA  for 
enterprise  management. 


SHIPPING 


mm\ 


Unlike  TME  10,  Unicenter  TNG  supports  every  major  hard¬ 
ware  platform  and  operating  system.  It’s  open,  scalable,  extensi¬ 
ble  and  vendor-neutral.  And  with  Unicenter  TNG’s  powerful  new 

features  like  advanced  agent  technology 
and  Real  World  Interfaced  Unicenter  TNG 
is  light-years  ahead 
of  TME  10. 

It’s  real,  it's  mission-critical  and  it’s  up 
and  running  in  thousands  of  sites  around 
the  world. 

If  that  sounds  good  to  you,  remember, 
it’s  your  choice. 

Call  1-888-864-2368 

www.cai.com 

R® 


(ZOMPUTEl 

Associates 

Software  superior  by  design. 


Unicenter  TNG 

©1997  Computer  Associates  International,  Inc.,  Islandia,  NY  11788-7000.  All  other  product  names  referenced  herein  are  trademarks  of  their  respective  companies. 

Information  based  on  publicly  available  information  as  of  3/1/97. 
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Features 

TME10 

Business  Process  Views  " 

✓ 

Real  World  Interface 

✓ 

Fully  Integrated  Management  Functions 

✓ 

Fully  Integrated  Network  Management 

✓ 

Policy-Based  Management  for  All  Functions 

✓ 

Manages  Over  30  Platforms 

✓ 

Also  Manages  AIX,  AS/400,  Open  VMS  and  MVS 

✓ 

Open  and  Interoperable 

✓ 

l/ 

Published  APIs  for  Over  14  Management  Functions  ✓ 


Object-Oriented  Enterprise  Management  Schema 


Intelligent,  Autonomous  and  Lightweight  Agents  ✓ 


Built-In  Security 


✓ 


Single  Sign-On 


✓ 


Network  Security  Including  the  Internet  and  Intranets  ✓ 


Monitoring  and  Event  Management 

✓ 

✓ 

Support  for  SNMP  and  HMMP/HMMS  Standards  %/ 

Virus  Protection 

✓ 

Desktop-to-Host  Storage  Management 

✓ 

Software  Delivery 

✓ 

✓ 

Integrated  Service  Desk 

✓ 

Workload  Management 

✓ 

Complete  Job  Flow  Process  Visualization 

✓ 

Extensive  Web  Server  Management 

✓ 

Output  Management 

✓ 

Resource  Accounting 

✓ 

Integrated  Support  for  MVS  Management 

✓ 

Slip?!®? 

DECnet,  TCP/IP,  SNA  and  IPX/SPX 

✓ 

WizsfcJs 

for  Easy  Customization 

✓ 

HELP 


WANTED 


Surviving  The  IS  Staffing  Crisis 


OVERVIEW 


of  higher  salaries  from  the  company 
across  the  street,  many  technical  work¬ 
ers  change  jobs  frequently.  “The  IS 
Staffing  Crisis:  Trends  and  Solutions,” 
an  exclusive  CIO  survey  of  316  U.S. 
companies  with  average  annual  revenues 
of  $2.6  billion,  shows  that  average  IS 
staff  turnover  is  14.5  percent.  This 
means  that  at  any  given  time,  their  IS 


For  many  CIOs,  the  staffing  crisis  is 
an  overriding  concern  that  adds  risk  to 
every  project.  Without  the  right  people 
to  design  and  build  new  systems,  an  IS 
department  can’t  live  up  to  its  mission. 
IS  executives  and  IS-minded  HR  man¬ 
agers  grapple  constantly  with  the  chal¬ 
lenge  of  recruiting  and  retaining  top- 
notch  technical  talent.  Many  find  that 


“Most  employees  can  get  a  20  percent 
salary  increase  on  the  open  market ." 


-KENNETH  TRESS 


staffs  have  about  15  vacancies  for  every 
100  positions.  And  the  situation  isn’t 
likely  to  improve  any  time  soon.  Fifty- 
eight  percent  of  the  survey  respon¬ 
dents — who  represent  a  range  of  indus¬ 
tries,  including  manufacturing,  finance, 
wholesale  and  retail  trade,  and  insur¬ 
ance — expect  turnover  to  increase  over 
the  next  two  years;  29  percent  say  it  will 
stay  the  same  (see  “No  End  in  Sight,” 
Page  55). 

There’s  little  doubt  that  recruiting  and 
retaining  staff  will  remain  a  challenge  in 
the  foreseeable  future.  Although  many 
companies  need  to  boost  their  IS  head 
count  to  solve  the  year  2000  problem,  a 
one-time  dilemma,  Meta  Group  Inc. 
analyst  Shawn  Bohner  predicts  that  after 
2000  demand  for  programmers  will  be 
just  as  strong  as  it  is  today.  Many  com¬ 
panies  have  put  projects  on  hold  to 
devote  resources  to  Y2K  fixes,  he  says. 
When  Y2K  projects  are  completed,  pent- 
up  demand  for  new  projects  will  be 
unleashed. 


old  HR  policies  and  outdated  recruiting 
methods  don’t  work  anymore.  They  are 
forced  to  devise  innovative  staffing 
strategies,  increase  pay  to  market  rates 
and  keep  their  fingers  crossed  that  key 
staffers  don’t  bolt  at  critical  points  dur¬ 
ing  project  development. 

In  Pain  on  the  Bleeding  Edge 

Though  the  IS  staffing  crunch  is  ham¬ 
mering  all  industries,  it’s  probably  most 
acute  in  the  hardware  and  software 
industries.  A  lack  of  highly  skilled 
employees  was  cited  as  the  number-one 
barrier  to  growth  by  70  percent  of  tech¬ 
nology  company  CEOs  in  “Trendsetter 
Barometer,”  a  recent  Coopers  &  Ly- 
brand  LLP  survey  that  interviewed  440 
product  and  service  companies  identified 
in  the  media  as  the  fastest-growing  U.S. 
businesses  over  the  last  five  years. 
Mitchell  Kertzman,  chairman  and  CEO 
of  Sybase  Inc.  in  Emeryville,  Calif.,  says 
the  current  labor  environment  is  the 
tightest  he’s  seen  in  his  30  years  in  the 


Time  and  Money 

The  average  time  and  cost 

to  fill  vacancies 

excluding  salary 

TIME  TO  FILL 

COST  TO  FILL 

Executive  management 

7.6  months 

$30,277 

Experienced  staff* 

6.2  months 

$19,219 

Entry-level  staff** 

3.8  months 

$9,777 

*IS  non-management  staff  with  3  or  more  years'  experience 
*IS  non-management  staff  with  less  than  3  years’  experience 


business.  In  Silicon  Valley,  high-tech 
startups  exacerbate  the  problem.  “It’s 
partly  due  to  an  explosion  in  venture 
capital  that  has  created  more  startups 
than  the  industry  can  support,”  Kertz¬ 
man  says.  Buoyed  by  a  sizzling  stock 
market,  youthful  companies  can  shower 
recruits  with  stock  options,  Kertzman 
says.  But  all  industries  feel  the  pain  of  the 
IS  staffing  crisis:  Sixty  percent  of  CEOs 
in  non-high-tech  industries  say  a  short¬ 
age  of  highly  skilled  workers  is  putting  a 
drag  on  growth,  according  to  the 
Coopers  &  Lybrand  study. 

In  industries  undergoing  wrenching 
change,  such  as  financial  services,  where 
mergers  and  acquisitions  are  all  the  rage, 
CIOs  have  a  particularly  tough  time  retain¬ 
ing  people.  The  CIO  of  a  Midwestern 
insurance  company  lost  about  40  percent 
of  his  staff  in  six  months  after  another 
company  announced  it  was  acquiring  his 
company.  The  acquiring  company  kept 
employees  in  the  dark  about  its  reorgani¬ 
zation  plans,  so  many  IS  workers  feared 
their  jobs  would  be  eliminated.  “Today, 
when  you  say  ‘merger’  or  ‘acquisition,’  it’s 
like  shouting  ‘fire’  in  a  crowded  theater,” 
says  the  CIO,  lamenting  that  some 
employees  rush  for  the  exits  and  head¬ 
hunters  swoop  down  on  those  who  don’t. 
“You  lose  the  best  people  first,”  says  this 
CIO,  who  ended  up  hiring  back  some  peo¬ 
ple  as  consultants  through  outside  com¬ 
panies.  They  cost  him  twice  as  much  as 
when  they  were  on  staff. 

In  the  public  sector,  where  salaries  lag 
behind  industry  norms,  recruiting  and 
retaining  technical  staff  is  particularly 
troublesome.  The  problem  is  com¬ 
pounded  when  governments  compete 
for  IS  personnel  in  regions  with  torrid 
private  sector  job  markets,  such  as 
California.  “Our  greatest  difficulty  is 
attracting  people  to  government  service 
in  the  first  place,”  says  John  Thomas 
Flynn,  California’s  CIO.  The  Golden 
State’s  economy  is  creating  nearly  1,000 
new  jobs  per  day,  he  says,  making  it  dif¬ 
ficult  for  governments  to  compete  with 
corporations.  Realizing  that  the  state 
can’t  lure  enough  IS  people  into  govern¬ 
ment,  California  augments  its  technical 
staff  with  private  sector  consultants. 

Turnover  Is  Costly 

Vacancies  and  high  turnover  cascade  into 
missed  deadlines  and  neglected  budget 
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Faster  printers  at  greater  value 
are  right  under  your  nose. 


"Sometimes  you 
have  to  look  past 
the  market  leader  to 
find  an  exceptional 
product  that  is  also 
an  exceptional  value.” 


June  10,  1997 
Lexmark  Optra  S  1250 
Lexmark  Optra  S  1650 


Lexmark  presents  the  enhanced  Optra  S  family  - 
the  quickest  way  yet  to  cut  your  printing  costs. 


,, _  Introducing  the  remarkable  new 

Lexmark  Optra™  S  1620  and  2420  network 
laser  printers  -  new  members  of  the  most  value- 
packed  family  of  printers  in  their  class.  Like  the  rest  of 
the  Optra  S  family,  these  new  16  and  24  page  per 
minute  entries  produce  crisp  1200  dpi  output  with  an 
array  of  money-saving  features:  interchangeable  paper 
trays,  snap-in  duplexers  and  MarkVision™  -  exclusive 


Lexmark  network  printer  management  software  that 
lets  your  staff  know  when  paper's  low  or  toner  needs 
replacing  before  they  find  out  the  hard  way. 

To  save  your  people  time  and  frustration  and  greatly 
reduce  your  printer  acquisition  and  support  costs, 
call  1-800- LEXMARK,  (800-539-6275)  or  visit  us  at 
www.lexmark.com.  And  put  your  total  cost  of  printing  on 
a  much  tighter  leash. 


A  bold  new  breed  of  performance  printers. 


©  1997  Lexmark  International,  Inc.  All  rights  reserved.  Lexmark  and  Lexmark  with  diamond  design.  MarkVision  and  Optra  are  trademarks 
of  Lexmark  International,  Inc.  registered  in  the  United  States  and/or  other  countries.  ©1997  PC  Magazine.  Ziff-Davis  Publishing. 
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‘Experienced  employees  are  bitting  the  street,  looking  for  more  lucrative  packages,  ”  notes 
Kraft  Foods  CIO  James  Kinney. 


OVERVIEW 


targets.  One  of  the  major  causes  is  a 
shortage  of  technical  and  project  man¬ 
agement  expertise,  he  says.  What’s  more, 
filling  an  IS  position  is  an  expensive 
proposition.  For  the  companies  in  CIO's 
survey,  the  cost  to  fill  a  vacancy — includ¬ 
ing  fees  for  recruiters,  newspaper  ads  and 
hiring  incentives — ranges  from  $9,777 
for  entry-level  workers  to  $19,219  for 
experienced  staff  (see  “Time  and 
Money,”  Page  58).  Seventy-seven  percent 
of  the  respondents  say  that  to  attract  the 
best  candidates,  hiring  incentives  such  as 
signing  bonuses  are  more  necessary  now 
than  they’ve  been  in  the  past. 

IS  personnel  are  responding  to  those 
incentives  by  jumping  to  other  companies 
offering  such  bonuses  and  higher  salaries. 
This  phenomenon  is  particularly  notice¬ 
able  among  employees  with  eight  to  10 
years  of  experience,  says  James  R.  Kinney, 
vice  president  and  CIO  for  Kraft  Foods 
Inc.,  based  in  Northfield,  Ill.  Kraft’s 
turnover  rate,  at  6  to  8  percent,  is  below 
average,  yet  Kinney  says  IS  workers  with 
eight  to  10  years  of  service  are  changing 
jobs  more  frequently  than  ever  before.  “It 
used  to  be  that  people  who  stayed  with 
us  eight  to  10  years  would  usually  remain 
here  for  their  whole  careers,”  he  says.  A 
growing  percentage  of  those  workers  are 
leaving.  “Just  about  all  the  CIOs  I  have 
talked  to  see  the  same  thing,”  says 
Kinney,  who  is  the  current  president  of 
the  Society  for  Information  Management. 

Why  Here?  Why  Now? 

Why  is  the  situation  so  dire  today?  In  part, 
it’s  because  IS  departments  require  more 
skill  sets  than  ever  before.  In  C/O’ s  sur¬ 
vey,  object-oriented  programming  and 
enterprise  resource  planning  skills  were 
rated  the  most  difficult  to  obtain  and 
retain.  Client/server,  network  manage¬ 
ment,  data  administration,  Internet,  proj¬ 
ect  management  and  year  2000  skills  were 
also  cited  as  difficult  to  obtain  and  retain. 
Deloitte  &  Touche  Consulting  Services 
ICS,  a  Chadds  Ford,  Pa.,  consulting  firm 
that  specializes  in  SAP  and  Baan  imple¬ 
mentation  projects,  compares  its  com¬ 
pensation  packages  to  the  going  rate  in  the 
SAP  market  every  quarter.  With  the  law 
of  supply  and  demand  strongly  favoring 
SAP  programmers,  companies  have  no 
choice  but  to  raise  salaries  two  or  three 


times  a  year  in  order  to  retain  workers, 
says  Mike  Oliver,  director  of  global 
recruiting  for  Deloitte  &  Touche  ICS. 
And,  just  when  it  seemed  that  there  were 
more  than  enough  Cobol  programmers 
to  go  around,  along  comes  the  year  2000 
problem  to  bolster  demand. 

In  short,  demand  isn’t  heavy  for  only 
a  few  skill  sets;  it’s  high  across  the  board. 
In  an  effort  to  attract  the  technical  per¬ 
sonnel  they  need,  companies  bid  up 
salaries.  “Most  employees  can  get  a  20 
percent  salary  increase  on  the  open  mar¬ 
ket,”  says  Kenneth  Tress,  skills  center 
manager  for  the  New  York  City-based 
consulting  firm  Cap  Gemini  America. 
Unfortunately,  the  situation  is  likely  to  get 
worse  for  employers.  In  the  next  seven 
years,  U.S.  companies  will  require  more 
than  1  million  new  IS  workers,  according 
to  a  U.S.  Department  of  Commerce 


report  released  in  September  1997.  But 
there  aren’t  enough  young  programmers 
entering  the  pipeline  to  fill  demand.  The 
pool  of  computer  science  graduates 
shrunk  significantly  through  the  late 
1980s  and  early  ’90s.  From  1986  to 
1994,  the  number  of  bachelor  degrees  in 
computer  science  awarded  annually  at 
U.S.  universities  fell  by  43  percent  (from 
42,195  to  24,200),  according  to  Lauren 
Brownstein,  the  ITAA’s  workforce  edu¬ 
cation  program  manager.  Brownstein 
cites  several  factors  for  the  decrease: 

►  Other  degrees.  More  people  may  be 
entering  the  field  with  degrees  in  other 
subject  areas  or  taking  postsecondary 
vocational  courses. 

►  Stereotypes.  The  image  of  geeky, 
socially  awkward  IS  workers  may  be  turn¬ 
ing  off  some  young  people  to  the  field. 

►  Bad  advice.  Fiigh  school  guidance 
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LOTUS  ANNOUNCES  AN 


THE  COST  OF  COMPUTING 


PAY  ONLY  FOR  WHAT  YOU  USE  AND 
BLOW  YOUR  BUDGET  ON  BONUSES 
-  NOW  INTRODUCING  eSUITE  ► 


NEXT  BIG 


IN  COMPUTING 


lA  BREAKTHROUGH  IDEA  THAT  GIVES  YOU  COMPLETE  CONTROL.  Lotus  eSuite™  is 
|  your  first  real  reason  to  consider  network  computing  as  a  viable  desktop  strategy.  eSuite 
Workplace”  is  an  integrated  set  of  Java”-based  applets  combined  with  an  easy-to-use 
interface,  designed  to  bring  the  right  tools  to  the  right  people. 

eSuite  Workplace  means  desktop  applications  reside  on  the  server.  It’s  like  your  own 
central  command  post,  providing  more  control  for  easier  maintenance.  eSuite  Workplace 
applets  are  small,  fast  and  modular.  You  load  only  those  tools  that  are  essential  to  users. 
The  Workplace  desktop  gives  users  a  single  point  of  access  to  everything  they  need  -  business 
productivity  applets,  legacy  data,  e-mail  and  the  Web.  That  equates  to  greater  productivity 
and  a  sizable  reduction  in  overall  software  deployment,  maintenance,  training  and  support 
costs.  Which  all  adds  up  to  a  computing  budget  you  can  swallow,  or  even  spread  around  a  bit. 

eSuite  Workplace  IS  CROSS-PLATFORM,  BUILT  FROM  THE  GROUND  UP  IN  JAVA. 

eSuite  Workplace  runs  on  any  operating  system.  There’s  no  need  to  support  separate 
versions  for  different  platforms.  And  it’s  task-focused,  snappy  and  easy  to  use,  so  you  won’t 
be  running  from  user  to  user  dishing  out  advice.  Think  of  the  dollars  saved,  the  hours 
gained,  the  nuisance  avoided.  Lotus  eSuite  looks  like  a  lot  more  than  the  next  big  gig  in 
computing.  It’s  the  advent  of  an  entirely  new  way  to  work. 

Next  steps  on  your  agenda:  learn  more  about  eSuite  technology.  Give  us  a  call  at  1  800 
872-3387,  ext.  D597.  Or  visit  us  at  our  website  www.esuite.lotus.com  for  more  information. 
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Working  Together* 


In  Canada,  ml  1  800  GO  LOTUS.  ©  1997  Into  Development  Corporation,  55  Cambridge  Parkway,  Cambridge.  MA  02142.  All  rights  reserved,  lotus  and  Working  Together  are  registered  trademarks  and  eSuite.  eSuite  Workplace  and  Work  He  Web  are  trademarks  ol  Into  Development  Corp.  Java  is  a  trademark  ol  Sun  Miaosyslems,  Inc. 
Die  e  business  logo  is  a  registered  trademark  of  International  Business  Machines  Corpotabon. 


HELP 


WANTED 


NOW! 


Surviving  The  IS  Staffing  Crisis 


OVERVIEW 


counselors  may  not  have  a  clear  under¬ 
standing  of  the  wide  array  of  occupations 
within  IS  and  may  be  steering  only  math 
and  science  “geniuses”  into  the  field. 

►  Outdated  academics.  Many  college 
computer  science  programs  need  updat¬ 
ing. 

►  Lack  of  diversity.  Not  enough 
women  and  minorities  are  encouraged 
to  enter  the  field. 

In  addition  to  the  problem  of  fewer 
recruits  coming  out  of  college,  the  skill 
level  of  computer  science  graduates  is  a 
major  source  of  concern  for  companies. 
Sixty-nine  percent  of  IT  companies  in 
the  ITAA’s  “Help  Wanted”  survey  say 
only  a  few  or  some  applicants  possess 
the  skills  the  companies  are  seeking. 


What  Choice  Do  You  Have? 

What  can  IS  managers  do  to  overcome 
those  challenges?  A  little  ingenuity  can 
make  the  struggle  manageable.  Being 
competitive  in  staff  recruitment  and 
retention  sometimes  means  ignoring 
conventional  HR  practices  and  taking 
some  unusual  actions.  Thirty-five  per¬ 
cent  of  companies  in  a  1997  Meta 
Group  IS  compensation  survey  called 
“Pay/Reward  Trends”  are  paying  sign¬ 
ing  bonuses  to  recruits — even  for  some 
$30,000-per-year  positions.  Some  other 
examples: 

►  Thomson  Financial  Services,  a 

Boston-based  financial  research  and 
analysis  firm,  spent  $33,000  to  promote 
its  employee  recruitment  program.  More 
than  half  of  that  sum,  about  $17,000, 
went  toward  a  small  zoo,  complete  with 
an  elephant,  llama  and  other  animals, 
that  was  brought  to  company  head¬ 
quarters  last  April.  The  menagerie  her¬ 
alded  a  prize  trip  to  the  San  Diego  Zoo 
for  the  employee  who  referred  the  most 
job  candidates  to  HR. 

►  First  Data  Corp.'s  resources  office  in 
Omaha,  Neb.,  partnered  with  a  local 
college  to  provide  computer  program¬ 
ming  training  to  60  employees  with  no 
previous  IS  experience.  Six  hundred 
employees  took  an  aptitude  test  in 
hopes  of  qualifying  for  the  program.  The 
test  was  held  at  the  company’s  office 
during  normal  working  hours. 

►  Inacom  Corp.,  also  based  in  Omaha, 
is  recruiting  IS  interns  from  China. 


Thomson  Manager  of  Employment  Robert  Quinn  says  referrals  are  now  the  number-one  source 
of  new  employees,  thanks  to  incentives  like  trips  to  the  San  Diego  Zoo  (to  see  real  animals). 


Little  Falls,  N.J. -based  International 
Quality  &  Productivity  Center  expressed 
hunger  for  any  strategy,  including  the  off¬ 
beat,  that  could  solve  their  IS  staffing 
crises.  Presenters  at  the  conference  drove 
home  the  point  that  CIOs  and  HR  staffers 
need  to  recruit  more  aggressively  than  ever 
before.  GTE  Corp.,  for  instance,  which 
formerly  used  outside  recruiting  agencies, 


formed  its  own  in-house  recruiting 
agency  with  seven  recruiters  dedicated  to 
hiring  IS  personnel.  As  a  result,  the  com¬ 
pany  gets  the  benefits  of  an  aggressive 
recruiting  organization  at  a  lower  cost 
than  using  outside  recruiting  firms,  says 
Cindi  Gilmore,  manager  of  professional 
recruitment  for  GTE.  The  company’s  cost 
per  hire  dropped  from  $9,000  to  $4,500 


>- 

HI 

Headhunting 

1 

> 

cc 

The  most  popular  recruiting  resources  and  their  relative 

3 

V) 

effectiveness 

a 

RECRUITING 

PERCENTAGE  OF 

EFFECTIVENESS 

RESOURCE 

RESPONDENTS  USING 

(1 :  not  effective 

z 

5:  very  effective) 

u_ 

LL 

Newspaper  advertising 

86% 

2.9 

< 

H 

Employee  referrals 

85% 

3.6 

V) 

Professional  recruiters 

77% 

3.7 

O 

U 

Internet 

66% 

2.6 

Schools 

62% 

3.3 

Job  fair 

48% 

2.7 

Consultants 

44% 

3.1 

Competitors 

15% 

3.1 

64  CIO  •  DECEMBER  1  5,  1  997  /  JANUARY  1,  1998 


http://www.cio.com 


PHOTO  BY  MARNIE  CRAWFORD  SAMUELSON;  PHOTOGRAPHED  AT  FRANKLIN  PARK  ZOO  /  ZOO  NEW  ENGLAND,  BOSTON 


TeamSAP.  Because  it’s  not  just  what  you  know,  it’s  also  who  you  know. 

A  total  enterprise  software  solution  is  only  as  effective  as  the  support  that  comes  with  it.  Recognizing  this, 

SAP  has  launched  a  new  initiative  called  TeamSAP.™  It’s  a  coordinated  network  of  people,  processes, 

and  products  that  defines  the  commitment  needed  to  achieve  the  successful  implementation  of 

R/3™  software.  With  TeamSAP,  you  can  be  certain  you’ll  get  the  fastest,  most  efficient 

ways  to  create  a  solution  for  your  business.  And,  since  TeamSAP  places  SAP  in  the  role 

of  coach  throughout  the  life  cycle  of  your  R/3  investment,  you  can  feel  confident 

knowing  we  will  be  there  to  support  you  every  step  of  the  way  to  assure 

successful  results.  For  more  information  about  TeamSAP,  visit 

us  at  http://www.sap.com  or  call  1-888 -TeamSAP. 


SAP,  R/3, TeamSAP  and  the  SAP  logo  are  the  registered  or  unregistered  trademarks  of  SAP  AG.  A  Better  Return  On  Information  is  a  service  mark  of  SAP  AG.  ©1997  SAP  America.  Inc.  All  rights  reserved. 


after  forming  the  in-house  recruiting 
agency,  and  the  recruiting  has  become 
more  effective.  “The  recruiters  know  the 
jobs  and  managers  firsthand  and  they 
know  intimately  what  qualities  we  are 
looking  for  in  a  candidate,”  Gilmore  says. 

One  of  the  best  recruiting  sources  is 
employees  themselves.  When  not  using 
zoo  animals,  Thomson  Financial 
Services  relies  heavily  on  employees  to 
find  technical  talent  in  the  competitive 
Boston  market.  With  the  cost  of  hiring 
via  outside  recruiting  agencies  totaling 
about  $9,500  per  hire,  the  $l,500-to- 
$5,000  bonuses  paid  to  employees  for 
referrals  are  bargains.  Bringing  the  zoo 
to  company  grounds  for  a  day  was 
worth  the  trouble  and  expense,  says 
Robert  D.  Quinn,  Thomson’s  manager 
of  employment.  He  adds  that  since  HR 
increased  internal  marketing  of  the  pro¬ 
gram,  new  hires  via  employee  referrals 
have  risen  from  20  percent  of  total  hires 
to  34  percent.  Referrals  are  now  the 
number-one  source  of  new  employees. 

Troubled  Times 

In  some  areas,  the  labor  shortage  is  so  dire 
that  companies  have  to  recruit  from  other 
parts  of  the  country.  When  the  goal  is  to 
attract  employees  from  outside  the  region, 
promoting  the  company  isn’t  enough.  A 
group  of  major  employers  in  Omaha 
banded  together  to  promote  the  attributes 
of  the  Great  Plains  city — housing  prices 
are  well  below  the  national  average,  for 
example — and  attract  IS  talent  from  other 
areas.  The  group’s  advertising  campaign 
included  radio  spots  in  Silicon  Valley  and 
the  Southeast  and  direct  mail  appeals  to 
Nebraska  expatriates. 

The  Omaha  consortium,  called  the 
Applied  Information  Institute,  includes 
Union  Pacific  Railroad,  Inacom  and  oth¬ 
ers.  It  tries  to  grow  its  own  talent  as  well 
by  offering  internships  and  other  support 
to  attract  students  to  technology  fields, 
according  to  Roger  Dillon,  senior  man¬ 
ager  of  Union  Pacific’s  sourcing  office. 
Companies  in  this  consortium  also  took 
the  unusual  step  of  reaching  an  informal 
agreement  to  stop  raiding  each  other’s  IS 
staffs.  Intensive  recruiting  in  Omaha  was 
forcing  salaries  up,  and  every  company 
was  suffering,  says  Dillon.  The  compa¬ 
nies  don’t  turn  away  recruits  who 
approach  new  employers  themselves, 
though.  (For  more  on  recruiting  tech¬ 


niques  and  their  relative  effectiveness,  see 
“Headhunting,”  Page  64.) 

With  many  companies  using  higher 
salaries  and  signing  bonuses  to  lure  IS  per¬ 
sonnel  from  other  organizations,  keeping 
people  is  almost  as  tough  as  finding  them. 
Entry-level  workers  are  the  most  likely  to 
change  jobs,  according  to  the  CIO  survey. 
Of  those  workers,  78  percent  are  likely  to 


isn’t  everything,  and  companies  find  that 
quality-of-life  issues  are  potent  weapons 
in  today’s  staffing  wars  (see  “Prime 
Perks,”  this  page).  Based  in  San  Francisco, 
Levi  Strauss  &  Co.  competes  with  high- 
tech  companies  in  Silicon  Valley  for  tech¬ 
nical  staff,  but  the  clothing  manufacturer 
can’t  match  the  compensation  packages 
offered  by  many  Valley  companies,  says 


For  many  workers,  money  isn't  everything, 

and  companies  find  that 
quality-of-life  issues  are  potent  weapons  in 
today’s  staffing  wars . 


leave  their  companies  before  their  fifth 
anniversary.  Because  labor  supply  falls  far 
short  of  demand,  IS  workers  have  the 
upper  hand  and  salaries  go  up  so  fast  that 
some  experts  say  they  should  be  reviewed 
at  least  three  times  a  year. 

For  many  workers,  however,  money 


Dora  Lee,  U.S.  staffing  team  leader  for 
Levi  Strauss.  To  overcome  that  handicap, 
the  company  doesn’t  require  workers  to 
put  in  the  long  hours  typical  of  Silicon 
Valley.  In  fact,  the  lights  flicker  on  and  off 
at  company  headquarters  each  night  at 
6  p.m.  to  remind  people  to  go  home. 


Prime  Perks 


The  top  five  incentives 
used  to  recruit  IS  staff 

EXECUTIVE  I.S.  MANAGEMENT 

High  salaries 
Signing  bonuses 
Training 

Schedule/flextime 

Telecommuting 

EXPERIENCED  I.S.  STAFF* 

Training 

Schedule/flextime 
High  salaries 
Signing  bonuses 
Telecommuting 

ENTRY-LEVEL  I.S.  STAFF** 

Training 

Schedule/flextime 
High  salaries 
Telecommuting 
Signing  bonuses 


*IS  non-management  staff  with 
3  or  more  years'  experience 

**IS  non-management  staff  with 
less  than  3  years’  experience 


Prepare  for  Battle 

The  market  for  IS  staff  is  too  volatile  for 
companies  to  stand  pat  with  IS  compen¬ 
sation  and  benefits  packages.  Some  IS 
workers,  particularly  those  with  cutting- 
edge  skills,  get  sweet-talked  weekly  by 
recruiters  who  earn  a  living  convincing 
technical  people  to  change  jobs.  In  that 
kind  of  environment,  IS  and  HR  execu¬ 
tives  have  a  fierce  battle  on  their  hands 
to  make  sure  they’re  providing  a  satisfy¬ 
ing  work  environment. 

That  means  taking  proactive  steps  on 
two  fronts.  First,  companies  must  ensure 
that  staff  members  are  both  properly 
compensated  and  prepared  for  advance¬ 
ment.  They  need  to  be  paid  at  market 
value  and  given  flextime,  telecommuting 
options  and  the  training  necessary  to 
keep  their  skills  fresh. 

At  the  same  time,  it  means  being 
aggressive  on  the  recruiting  front. 
Running  newspaper  ads  is  rarely  effec¬ 
tive;  to  attract  top-notch  talent,  compa¬ 
nies  must  go  beyond  the  boundaries  of 
anything  they’ve  done  before.  They  may 
not  have  to  do  something  as  wacky  as 
bringing  in  zoo  animals,  but  innovative 
thinking  is  the  first  step  toward  a  roar¬ 
ing  success.  BE! 


Staff  Writer  Peter  Fabris  can  be  reached 
at  pfabris@cio.com. 
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WHAT  IF 


tfch n  olog y 


ACTUALLY  GDT 


WITH 


vvhat  if,  like  a  fine  wine,  the  information 

SYSTEMS  YOU  BUY  TODAY  COULD  BECOME  MORE 
VALUABLE  AS  TIME  PASSED?  WHAT  IF  THEY  COULD 
BECOME  EVEN  MORE  POWERFUL,  MORE  USEFUL 
AND  MORE  EFFICIENT  TOMORROW?  THAT’S  THE 
IDEA  BEHIND  THE  SYBASE  ADAPTIVE  COMPONENT 

Architecture?  It’s  an  open,  highly  scalable 

FAMILY  OF  PRODUCTS  THAT  WORKS  BEAUTIFULLY 
WITH  YOUR  EXISTING  SYSTEMS  AND,  JUST  AS 
IMPORTANTLY,  LETS  YOU  KEEP  PACE  WITH  RAPIDLY 
EVOLVING  TECHNOLOGY.  ►  FOR  EXAMPLE,  OUR 
OPEN  COMPONENTS  SUPPORT 
JavaBeans  AND  THIRD  PARTY 
stores,  so  you  can  access 
data  from  any  database 
management  system.  Our 
component  development  tools  and  middle¬ 
ware  HELP  YOU  RAPIDLY  DEVELOP  AND  DEPLOY 
SCALABLE,  HIGH  PERFORMANCE  APPLICATIONS  ON 
ANY  TIER  AND  ON  THE  WEB.  ►  AND  SINCE  THE 
ONLY  CONSTANT  IS  CHANGE,  YOU  CAN  CUSTOMIZE 

Adaptive  Component  Architecture  to  meet 

ALL  YOUR  COMPUTING  NEEDS,  AS  THEY  EVOLVE. 
TO  LEARN  MORE  ABOUT  HOW  COMPANIES  ARE 
ALREADY  USING  OUR  TECHNOLOGY  TO  KEEP  THEIR 
INFORMATION  SYSTEMS  IN  VINTAGE  FORM,  VISIT 
US  AT  WWW.SYBASE.COM/SUCCESS.  DR  CALL 
1-BOC-B-SYBAS  E  (REF.  ACCI3). 


INTRODUCING 

ADAPTIVE 

COMPONENT 

ARCHITECTURE 


Sybase 


THE  FUTURE  IS  WIDE  OPEN." 


DLT  TECHNOLOGY  from  Quantum 
is  uniquely  qualified  to  handle  large  amounts 
of  data.  Really,  really  large  amounts.  And 
we  should  know,  we  helped  make  DLT 
technology  what  it  is  today:  one  of  the  fastest, 
most  reliable,  scaleable  data  backup  systems  in 
the  business.  You  see,  we  built  it  to  carry  your 
company’s  data  well  into  the  future,  with  a 
wide  range  of  products  and  the  kind  of 
architecture  that  can  easily  accommodate  new 
technologies.  So  kick  the  tires  on  our  DLT 
technology.  Because  not  only  do  we  feature 
a  high-capacity  platform,  we  also  offer  a 
commanding  view  of  the  road  ahead.  For 
more  information  call  1-800-624-5545  x7000 
or  www.quantum.com  •  www.dltstorage.com 

Quantum 

Capacity  for  the  Extraordinary"’ 


IN  THE  MIDST  OF  THE  STAFFING 
crisis,  IS  and  HR  executives  are 
worlds  apart  at  many  compa¬ 
nies.  But  CIOs  who  succeed  in 
healing  that  troubled  relation¬ 
ship  will  reap  big  benefits, 
including  timely  hiring  of 
employees  with  the  most 
sought-after  skills.  From  this 
article,  learn 


►  The  roots  of  the  IS-HR 
disconnect 

►  The  perils  of  doing  nothing 

►  Why  the  traditional  equity- 
based  pay  system  must  be 
eliminated 

►  What  you  can  do  now 


Carlos  Galarce  (left) 
leaped  at  the  chance 
to  join  the  team  at  Sears 
that  came  together 
to  combat  high 
turnover  rates.  They 
are  Joe  Smialowski, 
CIO;  Renee  Tehl, 
director  of  HR;  and 
Ryland  Harrelson, 
director  of  H R  for  IS. 


Carlos  Galarce  was  one  frustrated  man. 

Once  vice  president  of  information  technology  at  the  midwest- 
ern  offices  of  a  global  provider  of  hardware  and  software  to  the 
automotive  industry,  Galarce  was  ready  to  throw  in  the  towel 
when  it  came  to  educating  his  corporate  human  resources  depart¬ 
ment  about  the  realities  of  the  IS  job  market.  For  Galarce,  the 
major  sticking  point  with  HR  was  salaries.  Despite  his  repeated 
efforts  to  enlighten  HR  about  the  fair  market  value  of  IT  profes¬ 
sionals  with  in-demand  skills,  the  message  never  got  through. 

“They  just  didn’t  get  it.  They  did  not  understand  the  dynamics 
of  the  IT  marketplace,”  says  Galarce,  sounding  defeated  about  his 
past  experiences.  When  Galarce  found  someone  he  desperately 
wanted  to  hire,  say,  an  Oracle  Corp.  database  administrator,  he 
had  to  mount  a  battle  royale  with  his  HR  counterparts  to  try  to 
get  a  decent  competitive  salary  for  the  potential  hire. 
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The  distance  between  IS  and  HR  can 
seem  immense.  But  CIOs  with  the 
smarts  to  educate  and  plan  with  their 
HR  colleagues  gain  the  competitive 
advantage  of  low  staff  turnover  and 
shop  stability. 


%  \ 


WANTED 


Surviving  The  IS  Staffing  Crisis 


PHOTO  BY  GREG  GILLIS 


“They’d  say,  ‘How  can  someone  who 
is  26  years  old  be  making  $75,000  per 
year?’  It  always  came  back  to  that,”  he 
says.  Galarce  knew  the  Chicago  area  is 
one  of  the  tightest  IT  labor  markets  in 
the  country.  Why,  he  wondered,  didn’t 
his  HR  department  know  it,  too? 

In  fact,  Galarce  says  he  felt  he  had  to 
do  his  HR  representative’s  job  for  him. 
So  after  losing  20  percent  of  his  IS  staff 
in  18  months,  Galarce  went  on  the 
offensive.  He  spent  a  lot  of  time  and 
energy  researching  Chicago  salary  data 
and  redefining  IS  job  descriptions  so  that 
his  employer  would  be  in  a  better  posi¬ 
tion  to  attract  the  best  and  the  brightest. 
“Why  did  I  have  had  to  do  that?”  he 
laments.  “That  should 
have  been  their  job.” 

Galarce ’s  experience 
underlines  how  too 
many  HR  executives 
don’t  understand  the 
pressure  CIOs  are 
under  to  hire  person¬ 
nel  with  hot  skills  such 
as  Java,  Web  develop¬ 
ment  and  data  ware¬ 
housing.  But  for  their 
part,  HR  executives  have  a  gripe,  too:  IS 
doesn’t  understand  compensation  issues. 
It’s  just  not  feasible  to  pay  IS  staffers 
exponentially  more  than  everyone  else 
in  the  company,  no  matter  how  trendy 
their  skills,  they  explain. 

To  help  bridge  this  gap,  many  com¬ 
panies  now  offer  IS  its  own  dedicated 
HR  staff.  In  a  recent  CIO  survey  of  316 
senior  IS  executives,  just  over  half  the 
respondents  (51  percent)  said  their  com¬ 
panies  have  such  a  dedicated  HR  staff 
within  IS.  And  while  on  average  these 
HR  departments  were  rated  “good”  for 
their  ability  to  understand  and  meet  the 
IS  department’s  needs,  one-third  of  the 
respondents  rated  HR  at  only  “fair”  or 
“poor”  (see  “Still  Working  on  the 
Relationship,”  Page  76). 

But  does  all  the  blame  belong  at  HR’s 
door?  After  all,  how  can  CIOs  expect 
HR  to  feel  the  pain  of  the  IS  skills  mar¬ 
ket  if  they  don’t  educate  their  HR  coun¬ 
terparts  to  the  new  realities?  (See  “Earth 
to  HR,”  this  page.)  The  new  breed  of 
HR  executive  recognizes  the  bad  rap  HR 
has  gotten — especially  with  IS — and  has 
made  the  necessary  changes  to  forge  an 
unprecedented  partnership  with  IS. 


Sources  of  the  Disconnect 

Galarce,  for  one,  while  still  with  his  for¬ 
mer  employer,  found  a  solution.  Despite 
months  of  weekly  meetings  with  his  HR 
representatives,  he  had  yet  to  win  the 
battle  for  market-based  salaries.  Instead, 
to  get  the  money  to  hire  the  people  he 
wanted,  he  fiddled  with  the  established 
salary  grades  and  created  bogus  titles. 
“We  played  with  the  numbers.  We 
had  to  do  that  to  get  around  it,”  admits 
Galarce. 

But  CIOs  who  rely  on  the  subversive 
approach  or  allow  a  bad  HR  relation¬ 
ship  to  fester  are  heading  for  a  fall,  says 
Gene  Raphaelian,  vice  president  of 
executive  programs  for  Gartner 
Group  Inc.,  based  in 
Stamford,  Conn.  For 
one  thing,  Raphaelian 
says,  go  over  some¬ 
one’s  head  one  time 
too  many  and  you 
could  get  handed  your 
own,  or  be  perceived 
as  something  less  than 
a  team  player.  Worse, 
not  directly  repairing 
the  HR-IS  relationship 
results  in  decreased  competitive  advan¬ 
tage  for  the  entire  company,  he  adds. 

HR  has  traditionally  performed  a 
gatekeeper  role,  ensuring  that  no  one 
group  of  employees  is  paid  much  more 
than  any  other  group.  “HR  people  doing 
their  job  are  trying  to  look  at  consis¬ 
tency  across  the  company.  There’s  a  real 
reluctance  to  break  out  of  the  fold  on 
salary  issues  even  for  HR  executives  who 
are  convinced  of  the  gravity  of  the  IS 
skills  market,”  says  Fred  Foulkes,  direc¬ 
tor  of  the  Human  Resources  Policy 
Institute  at  Boston  University.  “The  idea 
of  market  salaries  can  be  tough,”  admits 
Geri  Morganteen,  manager  of  human 
resources  for  Citizens  Utilities  Co.  in 
Stamford.  “It’s  sometimes  hard  for  us  to 
swallow  that  one  person  [in  IS]  is  going 
to  get  a  20  percent  raise  where  the  stan¬ 
dard  raise  is  4  percent.”  Accepting  the 
notion  of  market-driven  salaries  is  a 
mental  hurdle  that  HR  must  clear  before 
any  other  meaningful  reforms  can  come 
about  and  before  the  HR-IS  relationship 
can  improve,  says  David  W.  Foote,  man¬ 
aging  partner  at  Cromwell  Foote 
Partners  LFC,  an  IT  management  con¬ 
sulting  firm,  also  in  Stamford. 


CIOs  who  rely  on 

the  subversive 

approach  or  allow 
a  bad  HR 

relationship  to  fester 
are  heading 
for  a  fall. 
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Earth  to  HR 

Four  facts  your  HR 
counterparts  need  to 
know  now 

IF  you're  unlucky 
enough  to  have  a  well-estab¬ 
lished  HR-IS  disconnect  at 
your  company,  the  most  impor¬ 
tant  thing  is  to  get  together  at 
the  bargaining  table  ASAP. 

"You  have  to  do  everything  in 
your  power  to  influence  the  HR 
department  to  forge  a  better 
relationship,"  says  Gene 
Raphaelian,  vice  president  of 
executive  programs  for  Gartner 
Group  Inc.  in  Stamford,  Conn. 

►  IS  skills  shortages  are  real, 
and  they  are  scary.  Don't  take 
for  granted  your  HR  counterpart 
feels  the  urgency  as  much  as  you 
do.  If  you're  staffing  up  for  an 
SAP  implementation  or  planning 
an  e-commerce  initiative,  you 
will  run  into  major  skills  gaps. 
Experts  say  this  dire  situation 
isn't  going  to  lighten  up  for 
years  to  come.  Let  HR  feel  your 
pain. 

►  Break  out  of  the  equity- 
based  pay  system.  The  market 
for  IS  talent  simply  demands 
more  than  geography-  and 
industry-based  averages. 

►  IS  needs  at  least  one 
dedicated  HR  person.  That 
person  can  either  report  to  the 
CIO  or  be  paid  on  the  basis  of 
how  well  IS  needs  are  satisfied. 

►  IS  executives  must  be 
prepared  to  go  over  HR's  head. 
CIOs  must  stress  their  desire  for 
a  fruitful  partnership  but  should 
not  fear  showing  some  claws.  If 
it's  time  to  make  the  case  direct¬ 
ly  to  the  CEO,  COO,  CFO  or  other 
business  leaders,  do  it. 

-L.  Gibbons  Paul 
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PATROL  MANAGEMENT  SUITE  OF  PRODUCTS 


Reliance  for  Security  and  Flexibility 

Philippines  Social  Security  System  relies  on  the  strength  of  PATROL 
to  manage  its  distributed  computing  system 


When  the  Philippines  Social 
Security  System  (SSS)  decided  it 
needed  a  strong  tool  to  manage 
the  distributed  Oracle  databases 
and  Unix  servers  across  its  nine  fully 
functional  data  centers,  it  chose  the 
PATROL  product  from  BMC  Software. 

“Our  aim  was  to  stop  the  IT  department 
from  getting  trapped  in  a  cycle  of  systems 
failures  which  commonly  occurred  due  to 
database  errors  and  crashes.  In  addition,  our 
huge  database  of  applications,  systems 
resources  and  files  needed  automated 
enteprise-wide  monitoring  and  coordination 
along  with  proactive  systems  management 
to  analyze  and  control  the  performance  of 
our  distributed  computing  environment,” 
says  Tony  Maralit,  manager,  database 
administration  group,  SSS. 

The  SSS  evaluated  various  products  and 
found,  with  the  exception  of  PATROL,  they 
did  not  support  all  multiple  platforms  in  the 
organization.  In  particular,  PATROL  was 
the  only  evaluated  product  that  could  sup¬ 
port  SSS  machines  running  on  DEC  Ultrix. 

“With  PATROL’S  multi-vendor  support, 
its  ability  to  improve  management  efficiency 
and  speed  up  system  maintenance,  through 
the  automation  of  many  routine  tasks,  it  was 
the  natural  choice,”  Maralit  explains.  The 
SSS  also  took  into  account  the  strong  local 
support  and  the  technical  expertise  that 
would  be  provided  by  BMC  Software’s  dis¬ 
tributor  Leverage  Systems  Technologies; 
and  that  with  PATROL’S  product-specific 
modules,  time  and  effort  required  to  train 
staff  would  be  substantially  reduced. 

The  16  million  members  of  the 
government-owned  SSS  access  a  range  of 
financial  services,  such  as  housing,  salary, 
and  stock  share  loans,  through  54  branches 
across  the  country.  Of  these,  nine  branches 
serve  as  fully-functional  data  centers. 

The  results  with  PATROL  implemented 
were  immediate.  Reduced  downtime  led  to 
improved  customer  service  and  heightened 
staff  productivity.  Costs  relating  to  technical 
support  were  reduced  too  as  the  SSS  no 
longer  had  to  rush  support  personnel  to  var¬ 
ious  branches  to  correct  system  errors  and 
restart  crashed  systems. 

PATROL  product-specific  expertise  for 
monitoring  and  automating  processes,  also 
leveraged  the  technical  skills  of  the 
administrative  staff  and  helped  reduce 
training  requirements,  as  well  as 
administrative  overheads.  Reporting  also 
became  more  efficient  as  PATROL  kept 
automatic  and  regular  track  of  network  and 
database  activity.  PATROL  easily 
addressed  the  issue  of  central  monitoring  of 


remote  Oracle  databases  as  it  automated 
and  centralized  the  control  of  critical 
elements. 

Currently,  PATROL  consoles  are  running 
on  the  organization's  SCO  Unix, 
DEC/OSF1  and  IBM  RS/6000  machines.  Its 
agents  are  running  on  SCO  Unix, 
DEC/OSF1,  IBM  RS/6000,  Sun  Server  and 
DEC  Ultrix  machines.  All  databases  and 
Unix  machines  in  the  remote  offices  are 
monitored  centrally  from  the  head  office 
using  PATROL.  With  proactive  systems 
provided  by  the  product,  only  two  database 
administrators  and  two  systems  administra¬ 
tors  are  needed  at  the  head  office  to  monitor 
and  control  the  databases  and  Unix 
machines  in  all  nine  offices. 

The  SSS  is  now  planning  to  establish  a 


back-up  and  recovery  center  with  an 
additional  license  of  PATROL.  “To  be 
successful  in  a  changing  global  marketplace, 
an  organization  must  be  flexible  and  able  to 
address  new  business  opportunities,” 
explains  Maralit.  “Hence,  each  SSS  data 
center  has  its  own  database  to  help  it 
respond  quickly  to  the  local  environment. 

“PATROL  is  event  driven  and  can 
manage  virtually  any  application  providing  a 
pragmatic  alternative  to  centralized 
corporate  databases.  As  a  result,  we  now 
have  PATROL-based  management  control 
from  the  head  office,”  says  Maralit.  “We 
would  like  to  have  the  same  flexibility  and 
support  for  the  back-up  and  recovery  center, 
which  is  why  we  have  requested  another 
license.” 


u 


DIGITAL 


is  supplying  PATROL ® 
software  with  every 
AlphaServer  system  we 
ship  worldwide,  as 
well  as  reselling 

PATROL.  We  do  this  for  a  reason. 
PATROL  supports  the  applica¬ 
tions,  databases,  and  platforms  our 
customers  rely  on,  and  it  integrates  seam¬ 
lessly  with  the  DIGITAL  ServerWORKS 
management  solution  our  customers  are 
already  using.  V) 

Jesse  Lipcon,  Vice  President  AlphaServer  Business  Segment, 
DIGITAL  Equipment  Corporation 


TROL 


Top  industry  leaders  are  relying  on 
PATROL  for  a  reason. 

To  find  out  why  visit  us  on  the  Web 
at:  www.bmc.com/patrol 
Or  call  today:  800  811  6766 
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WANTED 

Surviving  The  IS  Staffing  Crisis 

Across  the  Great  Divide 

Mike  Hmel,  director  of  information  sys¬ 
tems  for  Pittsburgh-based  transportation 
company  RPS  Inc.,  a  Caliber  System 
Co.,  has  felt  the  pain  of  losing  people  to 
the  promise  of  better  money.  By  the  end 
of  1995,  his  IS  staff  was  turning  over  at 
the  rate  of  20  percent  a  year. “[Other 
companies]  were  grabbing  people  out  of 
here  left  and  right,”  says  Hmel.  To  his 
surprise  and  delight,  HR  was  very  open 
to  the  need  to  change  the  IS  pay  scale  to 
market  rates.  “They  listened  to  us.  They 
realized  there  was  a  problem  and  they 
worked  with  us,”  he  says. 

Hmel  has  whittled  the  IS  turnover 
rate  down  to  an  acceptable  12  percent, 
partly  through  the  use  of  market  salaries. 

More  attractive  IS  employment  con¬ 
ditions  go  beyond  money,  however. 
Together,  Hmel,  staff  member  Denise 
Sabolsik  and  Michael  Black,  the  dedi¬ 
cated  HR  liaison  to  the  IS  group,  cre¬ 
ated  a  new  career  ladder  for  the  IS  staff 
and  established  reward  and  recognition 


systems.  “Although  we  review  pay  only 
once  a  year,  we  review  performance 
standards  once  a  quarter,”  Hmel  says 
with  some  satisfaction.  “We  want  to  see 
how  people  are  doing  or  how  they’re  not 
doing.  We  see  it  as  a  way  of  keeping  in 
constant  communication  with  our  peo¬ 
ple.  Now  I  feel  like  we  have  a  fair  shot 
at  getting  our  share  of  the  best  people.” 
Black  points  out  that  being  at  the  table 
with  IT  specialists  and  having  direct 
mutual  access  makes  them  allies.  “By 
‘living’  with  them,  I  get  to  see  what  the 
issues  are.  There  are  no  walls  between 
us.”  He  credits  Hmel  with  being  “a  lis¬ 
tening  ear  when  I  need  one.” 

It  took  a  crisis  at  Sears,  Roebuck  and 
Co.  to  spur  the  kind  of  cooperation 
enjoyed  at  RPS.  In  1993,  the  company 
hit  rocky  times,  losing  market  share, 
investors  and  employees.  In  self-defense, 
Sears  went  through  a  massive  reorgani¬ 
zation,  which  entailed  decentralizing  its 
businesses  to  allow  them  to  react  to  their 
markets  with  more  agility. 


In  IS,  the  crisis  at  Sears  manifested 
itself  in  high  turnover  rates,  low  morale, 
a  high  contractor-to-staff  ratio  and  a 
staff  lacking  in  critical  soft  skills.  “We 
started  to  see  that  being  technically  com¬ 
petent  wasn’t  good  enough  anymore,” 
says  Ryland  Harrelson,  director  of 
human  resources  for  information  sys¬ 
tems  at  Sears,  in  Hoffman  Estates,  Ill. 
HR  was  put  in  charge  of  implementing 
compensation  and  appraisal  systems  as 
well  as  staff  position  summaries  for  IS. 
At  that  point,  Harrelson,  a  Sears  vet¬ 
eran  who  had  been  a  director  of  store 
operations  in  addition  to  holding  sev¬ 
eral  HR  positions,  was  made  the  HR 
liaison  to  IS.  A  key  part  of  his  new  role 
was  to  take  a  hard  look  at  IS  compensa¬ 
tion  practices — typically  the  sticking 
point  for  HR  managers. 

But  it  was  not  the  sticking  point  for 
Harrelson. 

One  of  his  first  actions  was  to  give 
roughly  half  of  the  1,000-plus  person  IS 
staff  immediate  salary  increases  of  as 
much  as  $5,000  and  $6,000  per  year  as 
a  good-faith  gesture  to  show  the  salary 
situation  was  under  review.  “We  had  to 
give  those  increases  just  to  get  people  up 
to  market  value,”  says  Harrelson.  The 
executive  compensation  committee  did 
not  put  up  a  fight  about  the  initial 
increases  because  Harrelson  success¬ 
fully  made  the  case  that  IS  was  in  dan¬ 
ger  of  losing  a  large  percentage  of  its 
people  if  the  committee  did  not  make  the 
preemptive  salary  adjustment. 

As  part  of  the  market-based  compen¬ 
sation  structure,  Harrelson  now  reviews 
IS  pay  once  a  quarter.  “If  you’re  not 
looking  at  this  four  times  a  year,  you’re 
falling  behind,”  he  says.  Convincing  the 
executive  compensation  committee  that 
this  attention  is  truly  warranted  “does 
stick  in  people’s  throats  a  little,”  he 
admits.  The  concern  is  company  morale, 
which  can  suffer  if  one  group  gets  more 
than  another. 

But  Harrelson’s  boss,  Renee  Tehi, 
director  of  human  resources  at  Sears, 
says  envy  has  not  been  a  problem 
because  every  employee  is  paid  at  mar¬ 
ket  rates.  “Some  people  are  in  a  more 
expensive  market  and  we’re  OK  with 
that,”  she  says. 

Since  Harrelson  lives  within  IS  but 
reports  to  HR,  does  he  ever  feel  caught 
between  the  two?  “Never,”  he  says  with  a 


Mike  Hmel,  director  of  IS,  works  with  a  dedicated  HR  liaison  to  decrease  turnover  from 
20  to  12  percent  per  year. 
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Real-World  Success 

PATROL®  MANAGEMENT  SUITE  OF  PRODUCTS 


Smooth  Transitions 

Louis  Poulsen  &  Co.  smoothes  their  transition  to  SAP  R/3  and 
open  systems  with  PATROL 


Denmark’s  Louis  Poulsen  & 
Co.  A/S  is  known  interna¬ 
tionally  as  the  manufacturer 
of  the  world-famous  PH 
lamps,  and  as  sellers  of  elec¬ 
trical  appliances.  Louis  Poulsen  has 
its  production  wing  based  in 
Denmark,  but  sales  and  distribution 
offices  are  spread  around  the  world 
on  four  continents.  Consequently,  it 
is  a  company  with  simultaneous 
requirements  for  advanced  produc¬ 
tion  management,  effective  logistics, 
and  continuous  budget  control 
across  a  geographically  distributed 
environment. 

To  more  effectively  meet  these 
requirements,  Louis  Poulsen  decided 
to  move  their  IT  operations  from  an 
IBM  mainframe  system  to  an  SAP 
R/3  solution  running  on  IBM 
RS/6000  hardware  with  the  Informix 
RDBMS. 

The  benefit  is  obvious  when  the 
entire  system  is  running  smoothly  - 
no  matter  where  in  the  world 
requests  come  from,  everyone 
receives  up-to-date  and  exact  infor¬ 
mation.  However,  when  things  are 
not  running  smoothly,  the  problems 
are  also  obvious. 

Louis  Poulsen  realized  they  could 
more  effectively  utilize  client/server 
solutions  if  they  made  automated 
management  part  of  their  overall 
management  strategy.  Their  first 
step  was  to  introduce  the  IBM 
NetView  product  for  management 
of  their  network  environment.  The 
next  step  was  to  incorporate  auto¬ 
mated  application  and  database 
management  through  the 
PATROL®  Management  Suite  of 
products  from  BMC  Software. 

Peter  Jacobsen,  manager  of  IT 
operations  states  that,  “without  a 
doubt,  automated  monitoring  of  the 
Informix  database,  especially  the 
PATROL  features  that  help  ensure 
log  files  do  not  overflow,  has  helped 
avoid  a  number  of  situations  that 
would  otherwise  have  resulted  in  an 
outage.” 


When  BMC  Software  announced 
in  1996  a  PATROL  Knowledge 
Module  that  would  proactively  man¬ 
age  SAP  R/3,  it  was  an  easy  decision 
for  Louis  Poulsen  to  trial  the  prod¬ 
uct.  “SAP  R/3  comes  with  a  systems 
management  tool  called  CCMS,” 
says  Jacobsen,  “but  to  use  it  you 
need  manual  interaction.  PATROL 
gave  us  the  ability  to  automatically 
monitor  relevant  R/3  parameters 
and,  at  the  same  time,  have  informa¬ 
tion  about  them  presented  to  us 
in  context  with  other  information 
from  PATROL  about  our  data¬ 
bases  and  platforms.  With  PATROL, 
we  get  a  complete  overview  about 
how  our  application  environment  is 
operating.” 

Through  PATROL,  Louis 
Poulsen  learned  of  a  number  of 
important  parameters  in  their  appli¬ 
cation  environment  that  could  be 


monitored  and  tuned  to  support 
higher  application  availability  and 
improve  performance  -  parameters 
they  didn’t  even  know  the  existence 
of  before  PATROL.  Now,  at  any 
time,  they  have  instant  access  to  this 
important  information.  Says 
Jacobsen,  “With  PATROL,  we  have 
a  tool  that  allows  us  to  drill  deep 
into  our  systems,  applications  and 
databases  for  information.  Plus, 
PATROL  lets  us  know  if  changes  we 
are  making  in  one  area  of  our  envi¬ 
ronment  will  have  a  negative  impact 
on  other  areas.  There  are  still  many 
things  we  have  to  learn  about 
PATROL,  but  we  definitely  know  it 
is  necessary  for  future  management 
and  tuning  of  the  system  as  well 
as  our  insurance  for  keeping  up 
with  the  end  users'  demands  for 
availability.” 


“SAP 


believes  that  PATROL® 
currently  offers  one  of  the 
leading  solutions 
S  for  in-depth  moni- 

'  toring  and  management  of  R/3.  It 

is  important  that  our  customers 
have  management  tools  like 
PATROL  that  can  ensure  optimal 

performance  and  high  availability.  55 
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Dr.  Arnold  Niedermaier, 
Technology  Marketing 
SAP  AG 

Top  industry  leaders  are  relying  on 
PATROL  for  a  reason. 
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Surviving  The  IS  Staffing  Crisis 


At  Citizens  Utilities,  Nickloli,  CIO,  and  Geri  Morganteen,  manager  of  HR,  worked  together 
to  get  the  talent  for  an  SAP  rollout. 


laugh.  “As  a  company,  we  are  focused  on 
the  same  thing — preparing  our  business  to 
meet  the  needs  of  its  customers.  Every  HR 
professional  in  Sears  feels  like  we  succeed 
only  when  our  business  succeeds.” 

Harrelson  sees  his  job  as  having  dual 
missions:  being  a  coach  and  consultant 
to  Joe  Smialowski,  Sears  CIO  and  senior 
vice  president,  and  helping  the  IS  super¬ 
visors  be  better  managers.  Smialowski 
says  coaching  is  Harrelson’s  most  impor¬ 
tant  role.  “He  coaches  at  the  senior 
executive  level  on  strategic  issues.  He 
also  coaches  at  the  staff  level  on  a  vari¬ 
ety  of  matters.”  Harrelson  sits  at  the 
table  with  other  top  executives  when  it 
comes  time  to  plot  annual  IS  strategy  for 
the  coming  year.  “I  have  to  understand 
what  IS  strategy  will  help  the  business 
succeed.  Then  we  look  at  the  HR  impli¬ 
cations  of  that  strategy,”  says  Harrelson. 

Throw  Money  Gradually 

As  was  the  case  at  Sears,  it  is  sometimes 
necessary  to  take  the  emergency  action 


of  bumping  up  IS  salaries  across  the 
board  to  bring  them  to  market  value.  A 
different  approach  is  debuting  new  IS 
salary  structures  on  staffers  assigned  to 
a  particular  pilot  project,  thereby  caus¬ 
ing  the  least  amount  of  organizational 
angst.  That  was  the  strategy  Nick  Ioli, 
vice  president  and  CIO  at  Citizens 
Utilities,  used. 

The  deregulation  of  the  utilities  indus¬ 
try  in  the  early  1990s  meant  companies 
like  Citizens  had  to  become  competitive 
for  the  first  time.  Ioli  decided  Citizens’  pro¬ 
prietary  mainframe-based  legacy  systems 
would  not  allow  the  company  the  flexi¬ 
bility  it  would  need  in  a  newly  competitive 
environment.  He  targeted  SAP’s  R/3  as  one 
of  the  technological  vehicles  that  would 
drive  Citizens  into  the  next  century. 

But  Ioli  knew  skills  would  be  a  crucial 
issue  for  the  SAP  implementation.  He 
went  to  work  immediately  with  HR  peer 
Morganteen  to  chart  a  strategy.  Their 
first  order  of  business  was  to  rip  up  the 
industry-based  pay  averages  that  previ¬ 


ously  formed  the  basis  of  IS  pay  at 
Citizens.  Because  the  utilities  industry 
had  not  traditionally  paid  top  dollar  to 
IS  people,  Ioli  knew  he  had  to  get  rid  of 
that  scale  to  get  the  talent  he  would  need 
for  the  SAP  project. 

“Industry-based  averages  just  weren’t 
going  to  cut  it  for  SAP.  We  could  not 
compete  at  that  level,”  says  Ioli. 
Geography  also  worked  against  him. 
Being  in  Stamford,  Conn.,  meant  he  was 
going  up  against  the  high-stakes  New 
York  City  skills  market. 

Together,  Ioli  and  Morganteen 
planned  to  hire  outside  people  with  SAP 
skills  and  put  internal  people  through  a 
rigorous  eight-month  training  process 
preceded  by  pay  increases  for  those  on 
the  SAP  project.  Ioli  also  outsourced  the 
maintenance  of  the  legacy  systems  and 
moved  all  the  internal  IS  staff  onto 


^  Still  Working  on 

>  the  Relationship 

ec 


About  half  of  the  316 
survey  respondents  have 
an  HR  rep  dedicated  to  IS, 
and  they  rate  HR’s  ability 
to  understand  and  meet  IS 
needs  as  follows: 

PERCENTAGE  OF  RESPONDENTS 

No  answer 


client/server  or  SAP  projects — those  that 
staffers  considered  more  interesting. 

The  SAP  team  was  the  first  to  reap  the 
rewards  of  a  new  salary  scale,  incentive 
and  performance  bonuses,  relocation 
packages  and  other  benefits.  Morganteen 
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In  today's  complex  IT  environment,  you're  probably  so 
busy  keeping  your  network  and  systems  up  and  running 
you  don't  have  the  time— or  the  internal  resources— 
to  identify  and  prevent  potentially  serious  problems  or 
costly  downtime  for  your  company. 

Unisys  Network  EnableSM  introduces  NetWORKS™  — 
a  comprehensive  remote  network  management  service 
that  helps  you  optimize  your  operations  and  minimize 
your  operating  costs.  Our  experts  can  manage  and 
monitor  your  network  and  systems  up  to  24  hours 
a  day,  seven  days  a  week  to  prevent  serious  problems 
before  they  occur. 


NetWORKS™  uses  a  totally  integrated  set  of 
powerful  software  tools,  including  Hewlett-Packard's 
HP  OpenView,  Bay  Network's  Optivity  and  other  best-of- 
breed  network  management  solutions.  Together  they 
deliver  better  network  performance  and  significantly 
decrease  network  downtime. 

Want  to  know  what  NetWORKS™  can  do  for  you?  Call 
Unisys  Global  Customer  Services  today  for  an  introductory 
meeting  with  a  NetWORKS™  consultant.  And  visit  our  Web 
site  at  www.unisys.com  to  see  samples  of  the  valuable  net¬ 
work  performance  reports  we  can  provide  your  company. 
NetWORKS  1-800-874-8647,  ext.  754. 
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When  an  outsourcing  deal  fell  through  at  MONY,  CIO  E.P.  Rogers  (left)  and 
Thomas  Conklin,  senior  VP,  scrambled  to  retain  effective  personnel. 


THE  HR  CONNECTION 


and  Ioli  arrived  at  the  new  salary  struc¬ 
tures  by  benchmarking  other  companies 
across  all  industries  implementing  SAP. 
They  saw  eye  to  eye  on  the  fact  that  mar¬ 
ket-based  salaries  were  the  way  to  go.  “If 
that’s  what  the  market  is  demanding, 
that’s  what  we  have  to  do,”  says  Ioli.  “It’s 
like  anything  else.  If  you  want  to  be 
world  class,  you’ve  got  to  have  world- 
class  people.” 

Morganteen  admits  that  paying  the 
SAP  project  team  more  bred  dissatisfac¬ 
tion  among  other  groups  at  the  company, 
especially  those  in  administrative  func¬ 
tions.  “Envy  can  be  a  problem.  We’re 
guilty  of  it  ourselves  in  HR,”  she  says.  “But 
we  explain  salaries  are  market-driven.” 

Allied  Strength 

An  enlightened  relationship  between  IS 
and  HR  can  be  the  most  welcome  pro¬ 
tection  in  a  storm.  E.P.  Rogers,  vice  pres¬ 
ident  and  CIO  of  the  Mutual  Life 
Insurance  Co.  of  New  York  (MONY), 
enjoys  a  healthy  relationship  with  the 
HR  side  that  has  seen  him  through  good 
times  and  bad. 

His  partnership  with  Thomas  J. 
Conklin,  senior  vice  president  and  cor¬ 
porate  secretary  for  MONY,  came  in 
handy  at  a  crucial  turning  point.  Three 
years  ago,  MONY  planned  to  outsource 
its  IS  function  to  Computer  Sciences 
Corp.  (CSC)  of  El  Segundo,  Calif.  HR 
developed  an  innovative  transition  pack¬ 
age  that  arranged  for  its  IS  staff  to  be 
hired  by  CSC  if  they  chose  to  go  there. 
This  left  IS  employees  feeling  as  if  they’d 
been  treated  fairly.  Conklin,  on  the  HR 
side,  made  sure  no  employees  would  lose 
benefits  as  a  result  of  moving  to  CSC. 

The  company’s  motives  in  keeping 
everyone  happy  were  not  entirely 
altruistic,  Conklin  admits.  Since  the 
MONY  IS  staff  members  who  left  to 
work  for  CSC  would  still  be  working  on 
MONY  systems,  Conklin  felt  he  had  to 
preserve  the  good  will  of  the  former 
employees.  “We  needed  the  service 
levels  to  be  maintained,”  he  says.  But 
disaster  struck:  The  outsourcing  deal 
collapsed. 

Rogers  needed  to  get  his  IS  employees 
back — and  in  a  hurry.  Conklin  was  right 
there  beside  him,  helping  to  create  an 
environment  to  which  the  employees 


would  want  to  return.  “We  wanted 
them  to  feel  they  were  coming  home,” 
says  Conklin. 

Rogers  believes  that  putting  in  a  mar¬ 
ket-based  salary  structure  was  the  key  to 
luring  back  225  of  241  IS  employees. 
“There  was  absolutely  no  [company] 
resistance  on  the  compensation  issue. 
From  the  bottom  to  the  top  of  the 
organization  there’s  a  sense  we’ve  got  to 
do  what  we’ve  got  to  do  to  keep  these 
people,”  says  Rogers. 

The  payoff  from  having  a  good  rela¬ 
tionship  with  HR  goes  far  beyond 
weathering  a  few  crises  over  the  years. 
“[HR]  very  much  speeds  up  the  process 
[of  acquiring  skilled  labor],”  says 
Rogers.  “They  accelerate  our  efforts. 
We’re  in  problem-solving  mode,  as 
opposed  to  a  mode  of  ‘us  versus  them.’” 
Conklin,  his  counterpart  in  HR,  adds, 


“What  we’ve  formed  is  a  true  partner¬ 
ship.  What’s  good  for  them  and  good  for 
us  will  be  good  for  MONY.  That’s  the 
mind-set  we  share  with  our  people.” 

Executives  who  don’t  share  that 
mind-set  run  the  risk  of  losing  their  best 
people.  Carlos  Galarce  finally  gave  up 
the  ghost  at  his  former  employer,  and 
while  the  HR  problem  was  not  the  only 
reason  he  left,  it  did  play  a  role.  Galarce 
is  now  the  director  of  information  sys¬ 
tems  for  the  home  services  division  at 
Sears,  a  place  where  the  HR/IS  connec¬ 
tion  is  close  and  ongoing.  He’s  pleased 
to  be  part  of  the  team. 

Don’t  you  just  love  it  when  a  story  has 
a  happy  ending?  BE] 

Lauren  Gibbons  Paul,  a  freelance 
writer  in  Belmont,  Mass.,  can  be  reached 
at  laurenpaul@sprintmail.com. 
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Forging  Customer,  People  and 
Business  Partnerships 


Aliances  among  strategic 
business  partners,  key 
customers  and  sought-after 
employees  are  being  powered 
by  information  technology 
and  the  CIO.  Leadership  and 
successful  collaborations  have 
become  imperative  as  the  inte¬ 
gration  of  IT  and  business  goals, 
increased  strain  on  profit  margins  and 
elusive  corporate  cultures  accelerate. 

At  our  next  CIO  Perspectives  conference,  The  Powerful 
IT  Organization:  Torging  Customer ,  People  and 
Business  Partnerships,  you  will  learn  how  CIOs  are 
leveraging  their  roles  to  create  leadership  initiatives 
that  drive  strategic  alliances,  strengthen  customer  rela- 

"  Great  opportunity  to  expand  the 
mind  with  ideas  and  experiences 
of  other  CIOs  who  are  meeting 
the  challenges  of  a  tough  job." 

Hank  Philcox 
CIO 

Vice  President 
Dyncorp 

To  enroll  call 
800  366-0246  or 
visit  our  Web  site  at 
www.cio.com 


tionships,  expand  and  challenge 
business  expectations,  and  attract 
and  retain  the  highest  level  pro¬ 
fessional  staff. 

As  CIOs  manage  these  new 
leadership  challenges,  progressive 
methodologies  and  approaches 
must  be  explored.  Join  Tom  Peters, 
your  colleagues,  experts,  business 
partners  and  accomplished  practitioners, 
April  26-29, 1 998  at  the  Hyatt  Grand  Cypress 
in  Orlando,  Fla.,  to  explore  and  discuss  innovative  ap¬ 
proaches  to  realizing  powerful  IT  organizations.  To 
reserve  your  place  in  this  important  event,  call  us  at 
800  366-0246,  complete  the  enrollment  form  on  the  back 
of  this  brochure  and  fax  it  to  508  879-7720  or  visit  our 
Web  site  at  www.cio.com. 


COMPANION  PROGRAM 

Participation  in  the  Companion  Program  gives  your  companion  the  opportu¬ 
nity  to  attend  all  scheduled  meals,  receptions  and  entertainment,  plus  a  stretch 
and  tone  class  and  planned  companion  activities  on  Monday.  Companions 
must  be  enrolled  in  this  program  to  participate  in  any  conference-related 
activity.  This  program  does  not  include  session  attendance. 

BUSINESS  BRIEFINGS 

You  will  have  the  opportunity  to  attend  a  series  of  business  briefings  offered 
by  our  Corporate  Hosts.  On  Monday  and  Tuesday,  you  may  participate  in 
multiple  sessions  during  several  time  slots. 
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The  spectacular  beauty  of  the  Hyatt  Grand  Cypress  features  lush 
gardens,  exotic  birds  and  tropical  plants  combined  with  the  45-hole 

Jack  Nicklaus  signature  golf  course, 
a  large  white  sand  beach  on  a  21-acre 
lake,  professional  tennis  facilities  and 
a  complete  health  club.  The  Hyatt  is 
adjacent  to  Walt  Disney  World,  20 
minutes  from  downtown  Orlando 
and  Orlando  International  Airport 
and  is  convenient  to  a  variety  of 
area  attractions. 
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Hyatt  Grand  Cypress.  We  urge  you  to  make 
your  reservations  early  by  calling  the  hotel  at 
407  239-1234.  Be  sure  to  identify  yourself  as 
part  of  the  CIO  conference  to  receive  the 
conference  rate.  Make  your  reservations  early 
and  guarantee  your  room  with  a  credit  card,  as 
all  unreserved  or  unguaranteed  rooms  will  be 
released  on  March  27, 1998.  Hotel  reservations, 
cancellations  and  charges  are  your  responsibility. 
CIO  will  make  hotel  reservations  for 
government /military  participants  only. 

TRANSPORTATION 

American  Airlines  is  the  official  conference 
carrier.  For  discounted  airfare,  call  800  433-1790 
and  reference  Star  File  4S1148AB.  AVIS  is  the 
official  car  rental  provider.  Call  AVIS  at 
800  331-1600  and  reference  B766657. 

ENROLLMENT  FEES 

All  enrollment  fees  must  be  paid  in 
advance  of  the  meeting.  Fee  includes 
conference  sessions,  business  briefings, 
corporate  host  displays,  conference  materials  and 
scheduled  meals,  receptions  and  entertainment. 
Transportation,  hotel  and  recreation  are  your 
responsibility.  Please  note  that  submission  of 
this  enrollment  form  to  CIO  obligates  the 
attendee/ sender  for  the  enrollment  fee. 

CANCELLATION 

ANY  CANCELLATIONS  OR 
SUBSTITUTIONS  MUST  BE  IN  WRITING. 

You  may  cancel  your  enrollment  up  to  March 
27, 1998  without  penalty.  A  $250  administra¬ 
tion  fee  will  be  imposed  for  cancellations  between 
March  28-April  10.  No  refund  or  credit  will 
be  given  for  cancellations  received  after 
April  10,  1998  or  for  no  shows.  You  may  send 
a  substitute  in  your  place.  CIO  reserves  the 
right  to  decline  enrollment  to  any  registrant. 


T o  enroll  CALL  800  366-0246,  visit  our  WEB  SITE  at  www.cio.com  or  FAX  us  at  508  879-7720. 


April  26-29,  1998 
Hyatt  Grand  Cypress 
Orlando,  Florida 


Keynote  Presenter 

Tom  Peters 


Also  Featuring 

Ralph  J.  Szygenda 
Jim  Wetherbe 


CIO 


The  Powerful  IT  Organization: 

Forging  Customer,  People  and 
Business  Partnerships 


CORPORATE  HOSTS 


AgciOM 

ill  Ernst  &  Young  llp 


MM© 

SOFTWARE 


caBLeTRon 

___svsrems 

The  Complete  Networking  Solution- 


HEWLETT4 


iw  Data  General 


PACKARD 


LOCKHEED  MARTIN 


V 


Lucent  Technologies 

Bell  Labs  Innovations 


COMPCIWARE 

/Hyperion,  IbM, 

J  1  SOFTWARE 

mk® 


D0LL 

inlet 


EDS 


FSLBMS 

♦ Sun 


microsystems 


Have  a  few  IS  jobs  to  fill f 
The  Web  is  turning  into  the 
best  place  to  fish  for  new  talent. 

BY  RUTH  GREENBERG 


ANDING  ENOUGH  SKILLED  I.S. 
employees  to  work  at  Iomega 
Ml  J  Corp.’s  small-town  headquarters  in 
Roy,  Utah,  has  always  been  a  challenge.  But 
when  the  storage  device  manufacturer’s 
revenues  rocketed  from  $326  million  in 

1995  to  $1.2  billion  in  1996,  Kevin  O’Connor,  Iomega’s  vice  pres¬ 
ident  of  worldwide  human  resources,  had  to  create  new  ways  to 
attract  all  kinds  of  technical  help,  especially  IS  employees. 
O’Connor  wanted  to  draw  new  talent  to  Iomega  via  the  compa¬ 
ny’s  Web  site.  One  of  his  most  successful  approaches  to  steer 


80  CIO  •  DECEMBER  1  5,  1  997  /  JANUARY  1,  1998 


http://www.cio.com 


PHOTO  BY  KENT  MILES 


WITH  A  TIGHT  I.S.  LABOR  POOL,  MANY  COMPANIES 

are  extending  their  recruiting  efforts  to  the  Web. 

In  this  story,  readers  will  learn 

►  Why  companies  add  online  methods  to  their 
recruiting  plans 

►  How  innovative  Web  sites  attract  IS  professionals 
who  are  well  suited  to  organizational  needs 

►  The  advantages  of  Web  recruiting  over 
traditional  methods 


Iomega  VP  of  HR 
Kevin  O'Connor 

says  40  percent 
of  the  company's 
new  hires  have 
come  through 
the  Internet. 


Reader  ROI 
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traffic  toward  the  site  involved  a  dio¬ 
rama  displayed  in  the  Salt  Lake  City  air¬ 
port  showing  a  skier  plunging  down  a 
mountain.  The  ad  copy  posed  an  intrigu¬ 
ing  question:  “Vacation  or  day  off?” 
accompanied  by  Iomega’s  home  page 
address — drawing  attention  not  only  to 
Iomega’s  site  but  to  its  location  in  the 
heart  of  Utah’s  ski  country. 

Right  now,  the  scarcest  resource  in  IS 
circles  isn’t  money  or  ideas.  It’s  people.  In 
the  tight  IS  employee  market,  the  Web 


page  ( www.careers.wsj.com )  netted  more 
than  2,100  IS  jobs,  ranging  from  techni¬ 
cal  support  coordinator  to  senior  pro¬ 
grammer  analyst.  “Maybe  two  years  ago, 
it  was  early  adopters  who  advertised  jobs 
online,”  says  Thomas  Baker,  business 
director  of  WSJ  Interactive.  “Now  it’s  a 
big  part  of  the  business  world.” 

O’Connor  used  a  traditional  method 
of  advertising  to  attract  the  curious  to 
Iomega’s  site;  once  they  got  there,  he  kept 
potential  hires  interested  by  posting  details 


“A  CIO  who  doesn't  advertise  on  the  Web 

risks  looking  foolish.  ”  -ROBERT  ELLIOTT 


offers  companies  a  unique  way  to  iden¬ 
tify  and  market  themselves.  O’Connor’s 
plan  to  drive  potential  IS  employees  to 
Iomega’s  Web  site  (www.iomega.com)  is 
indicative  of  a  burgeoning  trend  in  IS 
recruiting  as  companies  increasingly  turn 
to  their  own  Web  sites  or  third-party  job 
sites  to  find  and  attract  highly  skilled 
employees.  A  recent  search  on  The  Wall 
Street  Journal  Interactive  Edition  Careers 


CIO  Timothy  Good  of  Iomega  believes  the 
Internet  is  a  good  vehicle  for  attracting 
Web-literate  people  for  all  departments 
at  the  company. 


about  the  company’s  health  plan,  benefits, 
culture  and  anything  else  that  might  entice 
someone  with  in-demand  skills.  “It 
really  helps  when  people  can  ‘see’  whom 
they’re  asking  for  work,”  O’Connor  says. 
As  of  October  1997 — two  years  after 
Iomega  relaunched  its  site — about  40  per¬ 
cent  of  the  company’s  new  recruits  have 
come  through  the  Internet. 

Web-based  technology  hasn’t  replaced 
traditional  recruiting  methods  such  as 
newspaper  ads  or  career  fairs,  but  it  is 
making  them  more  effective.  Billboard 
ads  and  job  fairs  are  good  places  for 
high-impact  messages,  but  a  Web  site  can 
contain  detailed  and  easily  searchable 
data  about  an  organization’s  training 
program  and  retirement  benefits — or 
anything  else  that  could  turn  a  casual 
surfer  into  a  serious  job  applicant. 

A  Marketing  Tool 

Internet  recruiting  holds  an  additional 
advantage  over  traditional  methods 
because  the  very  nature  of  the  Web 
allows  companies  to  reach  prospective 
IS  employees.  “Technical  people  use 
technical  channels,”  says  Scott  Rodgers, 
managing  partner  of  the  IT  recruiting 
firm  Taylor/Rodgers  &  Associates  in 
Stamford,  Conn.  C/O’ s  September  1997 
survey,  “The  IS  Staffing  Crisis:  Trends 
and  Solutions,”  revealed  that  more  than 
66  percent  of  the  316  IS  managers  who 
responded  use  the  Internet  for  recruit¬ 
ing.  “A  CIO  who  doesn’t  advertise  on 
the  Web  risks  looking  foolish,”  says 
Robert  Elliott,  CIO  at  Dialogic  Corp.,  a 
developer  of  computer  telephony  equip¬ 
ment  in  Parsippany,  N.J. 


Reach  and  cost  are  also  compelling  rea¬ 
sons  to  turn  to  the  Web.  “The  Web  has 
given  us  a  vehicle  to  address  a  broader 
technology  audience,”  says  Timothy  R. 
Good,  CIO  at  Iomega.  “As  we  move  past 
EDI  to  electronic  commerce,  we  need 
Web-literate  people  in  every  department.” 

Bruce  Hatz,  staffing  manager  at 
Hewlett-Packard  Co.  in  Palo  Alto, 
Calif.,  says  hiring  a  new  IS  employee 
through  traditional  channels  costs 
around  $10,000  (See  “Quick  Response 
Hiring,”  Page  83).  On  the  Web,  the  cost 
of  recruiting  can  vary  widely.  An  IS 
department  can  create  a  job  listings  page 
on  an  existing  corporate  Web  site  for  a 
few  hundred  dollars.  Outlays  rise  con¬ 
siderably  if  postings  include  sophisti¬ 
cated  graphics,  resume  filtering  software 
or  advertising  in  other  media. 

Companies  can  also  turn  to  third- 
party  job  sites  where  they  can  post 
extensive  descriptions  of  the  positions 
available  and  provide  a  link  to  their  cor¬ 
porate  sites.  A  single  job  listing  on  The 
Monster  Board  ( www.monster.com ), 
one  of  the  most  popular  job  search  Web 
sites,  for  example,  costs  $150  for  60 
days.  For  $10,000,  a  company  can  list 
200  job  openings  over  a  six-month  peri¬ 
od.  Compare  that  with  the  $2,800  or  so 
it  costs  to  run  a  two-column,  six-inch  ad 
listing  four  jobs  for  one  Sunday  in  a 
major  metropolitan  newspaper,  and  the 
Web  looks  even  better. 

Hiring  via  the  Internet  can  also 
decrease  the  cost  per  hire  and  cut  cycle 
times.  That’s  been  the  experience  of 
O’Connor,  who  says  online  recruiting  has 
reduced  Iomega’s  hiring  cycle  times  by  20 
to  25  percent,  which  has  led  to  a  corre¬ 
sponding  reduction  in  costs.  O’Connor 
predicts  that  Iomega  may  eventually  hire 
60  percent  of  its  general  staff  through  the 
Web.  While  he  hasn’t  kept  track  of  how 
many  new  IS  hires  have  come  through  the 
Web,  the  IS  department  has  doubled  since 
Iomega  started  its  Web  recruiting  efforts. 

Still,  the  Web  is  not  the  solution  for  all 
an  organization’s  IS  staffing  needs.  Even 
though  O’Connor’s  experience  with  Web- 
based  recruiting  has  been  positive,  he 
advises  businesses  to  target  people  who 
want  to  work  for  a  particular  company 
and  are  not  simply  online  trolling  for  jobs. 
For  snagging  so-called  “passive”  candi¬ 
dates — those  who  are  happy  with  their 
current  jobs — online  recruiting  is  a  par- 


82  CIO  •  DECEMBER  1  5,  1  997  /  JANUARY  1,  1998 


http://www.cio.com 


PHOTO  BY  KENT  MILES 


The  data  warehouse 
partners  you  choose 
could  have  a  profound 
effect  on 


your  career 


orking  together,  Oracle  and 


Hewlett-Packard  have  developed 


impressive  data  warehousing  and 


datamart  solutions  that  can  turn 


HEWLETT® 

PACKARD 


ORACLE 

Enabling  the  Information  Age 


i 


the  data  you  already  have  into 
a  competitive  weapon  for  your 
organization  and  contribute  to  your 
upward  mobility  within  it.  Our  solutions 
are  tuned  for  the  highest  possible 
performance,  scalable  from  desktop 
to  datacenter,  compatible  with  both 
NT  and  UNIX,  and  available  with  24x7 
support  all  over  the 
world.  So  contact 
us  at  1-800-633-1059, 
ext.  12395  and  give 

FREE  CD!  How  data 
your  organization  warehousing  improves 
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and  your  career  a  lift,  making  process. 

www.oracle.com/platforms/hp 
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ticularly  effective  tool,  says  O’Connor. 
Such  people  may  not  scour  want  ads  or 
check  out  the  job  sites  on  the  Web  regu¬ 
larly.  If  they  visit  a  corporate  site,  they  are 
interested  in  the  company  for  some  other 


The  very  nature  of  the 
Web  allows  companies  to 
reach  prospective  IS 

employees. 

reason.  Prominently  posting  job  oppor¬ 
tunities  and  benefits  on  a  corporate  site  is 
a  good  way  to  get  such  people  to  stay  and 
explore  the  pages.  For  employers  who 
want  to  make  desirable  candidates  sit  up 
and  take  notice  of  what  a  company  has  to 
offer,  the  Web  can  be  an  important  mar¬ 
keting  vehicle. 

Putting  People  at  Ease 

But  online  recruiting  isn’t  just  about  con¬ 
venience  or  speed.  Michael  McNeal, 
director  of  employment  at  Cisco  Systems 
Inc.,  a  San  Jose,  Calif.,  manufacturer  of 
networking  equipment,  calls  it  a  way  to 
put  grace  into  a  process  that  is  often 
stressful. 


CIO  Robert  Elliott  of  Dialogic  gets  the  most  out  of  Web  recruiting  by  collaborating  with  the 
HR  department. 


Quick  Response  Hiring 

Hewlett-Packard  uses  the  Web  to  beat 
its  competition  to  the  punch 

It's  people  like  Bruce  H  at  z,  staffing  manager  at 
Hewlett-Packard  Co.,  who  keep  Silicon  Valley's  unem¬ 
ployment  rate  under  3  percent  (compared  with  the 
national  average,  hovering  around  6  percent).  HP's  fully 
electronic  receiving,  filtering  and  tracking  system  digests 
about  1,000  resumes  every  day — 20  percent  of  which  come 
from  IS  specialists.  To  date,  Palo  Alto,  Calif.-based  HP  has 
843  new  employees  on  its  rolls  who  were  hired  via  the  Web. 

Once  the  hiring  manager  gets  approval  for  a  new  job 
in  any  department  in  the  company,  the  position  is  posted 
on  HP's  Web  site  ( www.hp.com )  and  assigned  a  number. 

As  soon  as  resumes  begin  to  flow  in  (by  fax  or  e-mail), 
software  from  Restrac  Inc.  sorts,  files,  filters  and  scans  each 
applicant's  credentials.  Document  management  software 


from  PeopleSoft  Inc.  enables  managers  to  look  at  resumes 
as  soon  as  they  arrive  and  decide  quickly  whether  a  candi¬ 
date  should  be  interviewed.  The  company  uses  a  data 
warehouse  to  keep  track  of  all  the  information  it  receives 
from  its  Web  site,  and  report  writers  extract  information 
that  the  HR  department  can  use.  That  means  a  hiring  man¬ 
ager  can  search  for  a  French-speaking,  database-adminis¬ 
trating  tech  lead  with  an  MBA,  then  interview  the  person 
and  make  an  offer — all  within  a  few  days. 

The  system  scans  and  tracks  resumes  so  effectively  that 
candidates  are  sometimes  hired  by  HP  before  other  com¬ 
panies  even  acknowledge  receipt  of  their  resumes.  One  HP 
employee  gave  that  as  his  reason  for  joining  the  company, 
Hatz  says.  "He  said  that  there  were  five  companies  in  the 
area  where  he  was  willing  to  work,"  he  recalls,  "and  we 
were  the  first  to  respond  to  his  resume." 

The  job  listings  page  also  has  an  impressive  bottom 
line.  Although  Hatz  won't  divulge  how  much  HP  spends 
on  recruiting  via  the  Web,  he  asserts  that  the  cost  savings 
from  doing  so  compared  with  traditional  recruiting  meth¬ 
ods  are  substantial.  -R.  Greenberg 
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NORTEL  MAGELLAN  It  may  come  as  a  surprise  to  some,  but  at  Nortel  our  consistent  success  in 
providing  wide  area  network  solutions  to  data  network  customers  worldwide  is  just  another  day  at  the 
office.  You  see,  for  nearly  25  years  we've  been  building  data  networks  -  including  enterprise  network 
switches,  frame  relay,  frame  relay  access  devices  and  packet  switches  -  for  many  of  the  world's  most  mission- 
critical  applications,  In  fact,  there  are  over  6,500  Nortel  Magellan  Passport  ATM  enterprise  network  switch 
installations  around  the  world.  Now,  combine  our  global  success  in  data  network  solutions  with  our 
continued:  leadership  in  voice  networking  and'  you  have  a  Nortel  Power  Network'"  -  the  next,  generation 
of  integrated  multimedia  networks.  If  you'd  like  to  find  out  more,  give  us  a  call.  We're  ready  to  talk. 

1-8  0  0-4NORTEL,  department  J 1 8 Y  or  www.nortel.com/J18Y 
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Surviving  The  IS  Staffing  Crisis 


Think  about  a  typical  job  search. 
Picture  a  computer  whiz  who’s  up-to-date 
on  everything  from  client/server  to  Java. 
To  publicize  her  skills,  she  puts  together  a 
resume,  which  in  essence  is  her  personal 
marketing  brochure.  If  she’s  called  for  an 
interview,  a  recruiter  will  ask  her  to  jus¬ 
tify  her  job  search  and  perhaps  talk  about 
mistakes  she’s  made  in  the  past.  If  the  can¬ 
didate  makes  the  grade,  the  negotiations 
over  salary  and  benefits  begin.  All  told, 


In  addition  to  convenience 
and  speed,  online 
recruiting  can  be  a  way 
to  put  grace  into  the 
process  of  filling  jobs. 


the  process  can  be  nerve-racking.  “If  buy¬ 
ing  a  car  were  like  this,”  says  McNeal, 
“we’d  all  take  the  bus.” 

McNeal  favors  the  approach  of 
Cisco’s  “friends”  program.  A  candidate 
who  clicks  on  the  “Make  Friends  @ 
Cisco”  box  on  the  company’s  job  listings 
page  ( www.cisco.com/jobs )  and  leaves  a 
phone  number  will  receive  a  call  from  a 
Cisco  employee  with  a  similar  back¬ 
ground.  The  employees  who  serve  as 
friends  make  introductions  and  even 
lead  applicants  through  the  hiring  pro¬ 
cess,  which  McNeal  says  is  less  stressful 
for  candidates  because  they  are  more 
comfortable  with  the  company.  In 
return,  employees  who  volunteer  as 
friends  receive  a  Cisco  Lotto  card  for  a 
chance  to  win  company  mugs,  T-shirts 
and  sweatshirts  when  the  candidates 
they  sponsor  are  hired 
through  the  program. 

The  Web  allows  candidates 
to  interact  with  potential 
employers  in  a  less  adversarial 
way  than  traditional  recruiting 
modes  allow,  according  to  Eric 
Lane,  director  of  worldwide 
staffing  at  Silicon  Graphics  Inc. 

(SGI)  in  Mountain  View,  Calif. 

“When  people  are  comfortable, 
they  can  talk  about  even  their 
painful  experiences,  and  that’s 
when  you  really  get  to  know 
them,”  he  says.  “At  SGI,  we 
want  to  screen  people  in,  not 
screen  people  out.” 


Silicon  Graphics  uses  the  Web  to  screen  candidates  in,  says  Eric  Lane,  director  of  worldwide 
staffing. 


The  College  Connection  page 
( www.sgi.  com/Staffing/University/index. 
html)  on  SGI’s  site  aims  to  do  just  that 
by  offering  information  to  students, 
many  of  whom  are  looking  for  their  first 
full-time  jobs.  The  page  includes  a 
resume  builder,  a  sampling  of  typical 
interview  questions,  a  rundown  of  hous¬ 


Net  Gains 


How  companies  that  recruit  on  the  Web 
find  most  of  their  prospects 

PERCENTAGE  OF 
209  RESPONDENTS* 

Ads  on  own  corporate  Web  sites  60% 

Third-party  job  search  Web  sites  55% 

Other  4.3% 

*Some  respondents  chose  more  than  one  answer 


ing  costs  in  numerous  cities  around  the 
country  and  links  to  the  home  pages  of 
what  SGI  calls  its  “friends  in  industry,” 
including  Apple  Computer  Inc.,  The 
Boeing  Co.  and  The  Coca-Cola  Co. 

“Five  thousand  people  generally  hit 
our  help  wanted  site  each  month,  and 
we  hire  10  of  them,”  explains  Lane,  who 
adds  that  SGI  has  a  larger 
pool  of  recruits  to  choose 
from  on  the  Web  than  it  has 
from  other  recruiting  efforts. 
Instead  of  leaving  unsuccess¬ 
ful  applicants  with  a  com¬ 
plete  feeling  of  disappoint¬ 
ment,  SGI  provides  links  to 
other  companies  as  a  kind  of 
consolation  prize.  After  all, 
says  Lane,  with  the  high 
degree  of  churn  in  IS  depart¬ 
ments,  it’s  unwise  to  alienate 
candidates  today  whom  you 
might  need  tomorrow. 

Web  technology  can  also 
enhance  traditional  modes  of 
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december  31, 1999: 


champagne  is  iced  up 


and  ready  to  gq 


but  you're  at  work,  buying  your  employees 

sodas  out  of  the  vending  machine, 
overseeing  last-second  Y2K  compliance 


Year  2000  problems  in  the  PC  LAN  can  result  in  application 
failures,  wrong  financial  calculations,  legal  ramifications  and 
excessive  user  down  time.  Start  working  toward  PC  LAN 
Year  2000  solutions  now.  NETinventory,  from  BindView 
Development,  automates  inventory  and  performs  analysis 
of  your  PC  LANs.  No  more  hiring  temps  to  do  manual 
searches.  No  more  kicking  employees  off  PCs  for  Y2K 
compliance  checking. 

Find  out  where  your  PC-based  Y2K  exposures  are,  and  solve 
them.  Then  enjoy  the  bubbly. 


BindViewEMS 


NETinventory,. 

^Coming  in  January  -  Version  5.2 


NETinventory  helps 
you  with  Year  2000* 


NETinventory  automates 

the  following: 

•  Finding  known 
non-compliant  BIOSes 

•  Performing  both  BIOS 
and  hardware  testing 

•  Locating  non-Y2K-compliant 
software  packages 

•  Creating  surveys  to  software 
manufacturers  on  Y2K 
compliance 

I  Special  consultants  licensing  available. 

1.800.721.8199 

www.bindview.com/bubbly 
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trademark  of  BindView  Development  Corporation.  All  other  product  or  brand  names  ore 
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recruiting.  While  resumes  aren’t  going 
away,  in  many  cases  the  material  they 
contain  is  no  longer  read  by  human  eyes. 
With  scanning  and  filtering  technology, 
resumes  are  often  reduced  to  searchable 
keywords  such  as  “network  manage¬ 
ment”  or  “C++,”  requiring  companies 
to  find  new  ways  to  gauge  candidates’ 
skills  and  qualifications.  It  just  so  hap¬ 
pens  that  the  interactive  nature  of  the 
Web  also  lends  itself  to  screening  quali¬ 
fied  applicants. 

At  New  York  City-based  consulting 
firm  Coopers  &  Lybrand  LLP,  the 


corporate  Web  site  has  provided  an 
efficient  and  cost-effective  way  to  vet 
entry-level  IS  employees,  according  to 
Iris  Goldfein,  vice  chairman  of  human 
resources.  C&L’s  Strategic  Selection 
Advantage  Online  page  (www.clspring 
board.com/newmem.htm )  goes  beyond 
posting  company  information  and  job 
openings;  the  site  helps  select  candidates 
according  to  competency  and  cultural  fit. 
By  asking  both  open-ended  and  multiple 
choice  questions  on  a  digital  question¬ 
naire,  C&L  lets  candidates  tell  more 


about  themselves  than  they  can  with  a 
resume  and  cover  letter.  In  addition, 
C&L  gets  writing  samples  quickly  and 
at  one  location. 

Goldfein  says  using  Web  technology 
during  the  hiring  process  is  especially  help¬ 
ful  for  recruiting  college  students,  who 
make  up  much  of  C&L’s  applicant  pool. 
In  addition,  those  C&L  employees  who 
spend  about  150  hours  each  year  talking 
to  candidates  at  colleges  around  the  coun¬ 
try  can  now  spend  more  time  wooing  the 
candidates  they  really  want.  About  25 
percent  of  the  candidates  who  fill  out  the 


Web  questionnaires  are  rejected  via  e- 
mail.  By  having  college  candidates  fill  out 
questionnaires  before  recruiters  visit  cam¬ 
puses,  C&L  can  zero  in  on  the  most 
promising  candidates  in  advance. 

Too  Much  of  a  Good  Thing? 

The  Internet  can  be  a  company’s  win¬ 
dow  to  a  world  of  potential  hires,  but 
like  other  kinds  of  classified  advertising, 
it  may  also  attract  many  candidates  who 
are  inappropriate  or  underqualified. 
Iomega’s  O’Connor  says  the  volume 


of  responses — sometimes  numbering  in 
the  thousands  for  a  single  posting — can 
be  daunting.  Back-end  tools,  like  resume 
filtering  software,  may  help  screen  appli¬ 
cants,  but  almost  all  of  these  programs 
have  inherent  flaws.  “It’s  hard  to  make 
sure  that  you’re  not  disqualifying  good 
candidates,”  says  O’Connor,  adding 
that,  “without  human  contact,  it’s  easy 
to  screen  out  useful  talent.” 

An  IS  hiring  manager  can  use  a  variety 
of  methods  to  refine  the  search,  from 
working  closely  with  the  HR  department 
to  filtering  candidates  electronically.  “You 
don’t  want  a  million  responses  for  every 
ad,”  says  Dialogic’s  Elliott,  who  lists  find¬ 
ing  staff  among  his  top  priorities.  Elliott 
works  closely  with  his  HR  department  to 
refine  criteria  before  turning  to  the 
Internet.  Dialogic’s  HR  representatives 
then  filter  incoming  resumes  before  Elliott 
ever  sees  a  page.  “It’s  most  helpful  to  tell 
your  HR  representative  what  you  want  in 
the  most  specific  terms,”  he  says. 

The  way  to  do  that  is  by  focusing  on 
a  few  key  phrases  that  sum  up  the  skills 
you’re  after.  For  example,  to  find  some¬ 
one  with  three  years’  experience  work¬ 
ing  with  Oracle  Corp.  packaged  appli¬ 
cations,  companies  shouldn’t  just  say 
they’re  looking  for  someone  with 
database  experience.  Because  the 
Internet  reaches  so  many  people,  job 
descriptions  on  the  Web  need  to  be 
much  more  specific  than  those  in  tradi¬ 
tional  print  ads.  When  hiring,  managers 
need  to  exercise  the  same  amount  of  cau¬ 
tion  online  as  offline,  says  Elliott. 
Searching  the  Internet  for  potential 
recruits  is  like  scanning  the  personals  for 
a  date.  “You’ll  inevitably  get  a  few  peo¬ 
ple  who  say  they’re  Tom  Cruise  when 
really  they’re  Willy  the  Whale,”  he  says. 

That  danger  notwithstanding,  recruit¬ 
ing  on  the  Web  may  not  be  just  an 
option;  in  the  future,  it  may  be  an  essen¬ 
tial  component  to  finding  the  best  IS  tal¬ 
ent.  As  a  cheaper,  faster  alternative  to 
traditional  advertising,  Web  technology 
may  provide  the  basis  for  its  own  kind 
of  just-in-time  customized  recruiting.  In 
the  meantime,  the  Web  merges  content 
and  process  like  no  other  medium.  For 
CIOs  burned  by  a  staffing  crisis,  online 
recruiting  may  be  just  the  salve.  BE! 


Editorial  Assistant  Ruth  Greenberg  can 
be  reached  at  ruthg@cio.com. 


Vice  Chairman  of  HR  Iris  Goldfein  says  the  Web  is  a  good  way  to  screen  candidates  for  cultural 

fit  at  Coopers  &  Lybrand. 
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not  just  about  technology, 
about  how  it  works. 


Does  it  solve  a  problem  or 
improve  communication?  is  it 
easy  to  use? 


Today's  CIO  and  MIS  manager  are 
not  just  looking  at  products  that  are 
bigger  and  faster,  but  also  smarter 
and  more  efficient.  Not  just  where 
employees  are  working  but  also  how 
they  are  working. 

Only  CES,  the  world's  largest 
consumer  technology  trade  show, 
gives  you  the  opportunity  to  see, 
touch  and  experience  the  consumer 
technology  products  of  today  and 
tomorrow.  From  TV/ PCs  and 
Multimedia  Laptops  to  Digital  TV, 
DVD,  Remote  Computing,  Wireless, 
Home  Theater  and  more.  Leading  IT 
executives,VARs,  systems  integrators 
and  developers  from  around  the 
world  will  be  there.  Will  you? 


technology 


Call:  703-907-7600 

Fax-on-Demand  Service: 

I  -888-CES-SHOW 
(1-888-237-7469) 

Use  our  Web  site: 

www.cem  ac  Ity.  o  rg 


with  industry 
visionary, 

Scott  McNealy, 
Chairman  of  the 


CES  Technology 
Keynote: 

Touch  Tomorrow 


Board,  President  and  CEO, 
Sun  Microsystems,  Inc. 


The  Source  for  Consumer  Technologies 

January  8-1  I.  1998 

Las  Vegas, Nevada  USA  T 


Sign  of  the  Times:  To  keep  creative 
talent  at  Industrial  Light  &  Magic, 
Human  Resources  Director  Lori 
McAdams  has  many  IS  staffers  sign 
tight  contracts. 


WANTED 


Surviving  The  IS  Staffing  Crisis 


RETENTION 


Reader  ROI 


IN  THIS  STORY,  READERS  WILL  LEARN 


IS  staff  is  moving  as  fast  as  technology.  CIO  looks 
at  how  four  organizations  are  holding  on  to  what 
they've  got. 

BY  ALEX  FRANKEL 

[N  THE  HUMAN  RESOURCES  DEPARTMENT  AT  SUN  MICROSYSTEMS 
Inc.,  managers  say  that  when  key  employees  leave,  they  take  Sun 
with  them.  And  replacing  the  part  of  Sun  that  they  take,  in  skills 
learned  and  knowledge  gained,  can  cost  as  much  as  half  of  their 


►  The  true  costs  of  replacing  a  valued 
employee 

►  Three  strategies  that  retention 
consultants  swear  by 

►  The  surprising  benefits  of  offering  a 
clear  career  path 


annual  salaries.  Any  way  you  cut  it,  a  lost  employee  is  lost  money. 

The  most  recent  figures  available  from  information  services  pub¬ 
lisher  The  Bureau  of  National  Affairs  Inc.  in  Washington,  D.C.,  show 
a  14.4  percent  turnover  rate  in  all  departments  of  all  companies.  And 


CIO  •  DECEMBER  1  5,  1  997  /  JANUARY  1,  1  998  91 


PHOTO  BY  KENT  HANSON 


RETENTION 


while  that  average  number  is  pushed 
upward  by  the  revolving  doors  of  indus¬ 
tries  like  fast  food  and  services  like  tele¬ 
phone  call  centers,  it  is  still  not  as  high  as 
the  14.5  percent  turnover  rate  of  IS 
workers  that  was  discovered  in  the  recent 


right  combination  of  rewards  and  incen¬ 
tives  to  keep  staff  loyal. 

David  Hofrichter,  vice  president  of  the 
Hay  Group,  a  Washington,  D.C. -based 
human  resources  consultancy,  believes 
the  best  strategy  for  keeping  employees 


Trail  Guides:  INS  Vice  President  of  Human  Resources  Steve  Umphreys  (left)  and  President 


John  Drew  laid  out  a  career  path  for  IS  staff. 

CIO  study,  “The  IS  Staffing  Crisis: 
Trends  and  Solutions.”  The  survey  of 
316  CIOs  also  found  that  58  percent  of 
respondents  saw  a  rise  in  IS  turnover  rates 
over  the  last  two  years.  The  increasingly 
frequent  migration  of  IS  staff  has  the 
management  of  technology-dependent 
companies  in  a  swivet,  searching  for  the 
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close  to  home  involves  three  types  of 
rewards  and  incentives.  The  first  is 
money,  and  it  may  include  salary,  stock 
options  and  signing  bonuses.  The  second 
is  the  promise  of  career  advancement, 
including  well-defined  training  programs 
and  professional  development  courses. 
Third,  says  Hofrichter,  is  a  positive  work 

1,  1998 


environment,  one  that  includes  such 
privileges  as  flextime  and  remote  work 
opportunities.  “If  you  can  get  something 
going  in  all  three  areas,”  says  Hofrichter, 
“your  retention  goes  up  considerably.” 
Hofrichter  claims  that  clients  that  have 
implemented  the  three  basics  have  seen 
a  reduction  of  at  least  30  to  50  percent 
in  turnover,  year  after  year. 

CIO  looks  at  the  exemplary  efforts  of 
three  corporate  IS  departments  and  one 
state  IS  headquarters  as  they  strive  to 
keep  hard-to-find  staffers. 

■  International  Network  Services,  a 
worldwide  network  services  consultancy 
headquartered  in  Silicon  Valley,  retains 
staffers  by  laying  out  a  career  path  that 
promises  advancement  to  almost  all 
who  follow  it. 

■  The  St.  Paul  Cos.  Inc.,  a  property- 
liability  insurer  based  in  St.  Paul,  Minn., 
has  formalized  alternative  work  arrange¬ 
ments  and  six  out  of  the  past  11  years 
has  been  chosen  by  'Working  Mother 
magazine  as  one  of  the  100  best  compa¬ 
nies  to  work  for  in  the  United  States. 

■  Industrial  Light  &  Magic,  a  San 
Rafael,  Calif.-based  company  that  cre¬ 
ates  special  effects  for  many  Hollywood 
studios,  uses  tight  contracts  and  com¬ 
prehensive  work-family  programs. 

■  The  state  of  Texas  used  its  clout 
with  the  legislature  and  the  panic  over 
Y2K  to  raise  the  salaries  of  IS  workers. 

Going  Places 

At  International  Network  Services, 
a  well-marked  career  path  keeps 
people  moving  up,  not  out 

IN  SILICON  VALLEY,  THE  JOBLESS 
rate  is  a  mere  3  percent  and  high-pay¬ 
ing  IS  jobs  are  easier  to  find  than  good 
Mexican  food — and  taquerias  are  plen¬ 
tiful.  So  imagine  trying  to  keep  staffed 
at  a  fast-growing  company  where  80 
percent  of  the  employees  are  network 
service  consultants,  some  of  the  most 
sought-after  professionals  in  the  IS 
industry.  That’s  the  challenge  faced  by 
network  consultancy  International 
Network  Services,  which  has  grown 
from  six  employees  in  1991  to  more 
than  900  today.  Yet  in  this  competitive 
environment,  where  some  companies 
lose  half  of  their  IS  staff  every  year,  INS 
has  reduced  its  turnover  rate  from  22 
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StorageTek 


Where  the  world  s  information 


Now  available  for  your  network 


After  years  of  protecting  the  information  of  the  world’s 
largest  organizations,  StorageTek®  understands  the  difficulties 
you  face  in  securing  data  on  your  network.  So  we’ve  gone 
beyond  the  firewall.  Our  NetSentry™  family  of  security, 
intrusion  detection  and  response  systems*  are  like  24-hour 
guards,  instantly  alerting  you,  then  stopping  suspicious 
activities  both  inside  or  outside  your  perimeter.  It  happens 
transparently,  on-line,  in  real  time,  without  impacting 
performance  or  security.  You  won’t  know  the  system  is 
there  until  you  need  it.  But  you’ll  always  have  complete 
control  with  centralized  management  —  from  branch  office 
to  ATM  backbone.  Call  StorageTek  at  1  800  328-91 08  or  visit 
us  on  the  Web.  Because  when  you’re  responsible  for  your 
company’s  most  valuable  resource, 
it’s  nice  to  know  the  world’s  security 
ieader  is  watching  out  for  you. 


HELP 


WANTED 


Surviving  The  IS  Staffing  Crisis 


RETENTION 

percent  in  1996  to  16  percent  in  1997. 

How?  The  company’s  first  step  was 
research,  aimed  at  learning  what  most 
IS  employees  really  want.  INS’s  human 
resources  department  determined  that 
most  IS  staffers  want  a  defined  career 
path  (which  is  surprisingly  hard  to  find), 
many  types  and  levels  of  training,  col¬ 
laboration,  strong  benefits  and  a  good 
compensation  package.  So  Chairman 
and  CEO  Donald  McKinney  and  his 
colleagues  devised  an  IS  career  track  that 
was  as  finely  articulated  as  the  14 
Stations  of  the  Cross.  In  place  now  are 
eight  levels  of  career  progression,  and 
each  carries  specific  cash  incentives. 
Given  the  choice  of  following  either  a 
technical  track  or  a  managerial  track, 
most  IS  staffers  at  INS  take  the  technical 
route,  hoping  to  move  up  through  the 
five  ranks  of  associate  network  systems 
engineer,  network  systems  engineer,  con¬ 
sultant,  senior  consultant  and  principal. 
Criteria  detailing  what  it  takes  to  be  pro¬ 
moted  is  widely  available:  INS  describes 
it  in  recruiting  brochures,  publishes  it  on 
the  internal  Web  site  and  shows  it  in 


Top  incentives  companies  use  to  retain  IS  staff 

Training 

Work  schedule/flextime 

Special  compensation 

Exposure  to  other  parts  of  the  company 

Telecommuting 

New  technology 

Benefit  package 

Special  projects/challenges 

‘Multiple  responses  allowed 


PERCENTAGE 
OF  RESPONDENTS* 


videos  for  new  hires.  Last  year,  more 
than  270  employees  out  of  610  were 
promoted.  “Everyone  sees  this  going 
on,”  says  INS  President  John  Drew. 

Kurt  Sweetser,  managing  principal,  is 
living  proof  that  the  program  works. 


After  spending  1 1  years  at  another  Silicon 
Valley  company,  Sweetser  came  to  INS 
two  years  ago  to  work  as  a  network  sys¬ 
tems  engineer.  During  his  first  six  months 
with  INS,  Sweetser  took  advantage  of  the 
company’s  training  programs  and  listened 


Flexible  Flyer:  Julie  Buske,  human  resources 
manager  for  IS  staff  at  The  St.  Paul,  says  many 
employees  prefer  job  flexibility  to  cash  benefits. 

carefully  to  colleagues’  career  advice. 
“There  is  a  real  sense  of  supporting  you 
and  moving  you  forward,”  he  says.  “You 
are  not  pigeon-holing  your  career.” 
Today,  Sweetser  is  managing  principal  for 
several  large  cities.  At  his  previous  job, 
says  Sweetser,  it  took  10  years  to  do  what 
he  did  at  INS  in  two. 

INS  claims  to  spend  35  percent  of  its 
net  income  on  training.  Each  year,  the 
company  presents  “Collaboration 
Challenge,”  a  three-day  training  session 
in  which  technicians  learn  collaboration 
skills  that  will  establish  them  as  consul¬ 
tants.  “Training  is  absolutely  critical,” 
says  Drew.  “In  networking,  the  rate  of 
change  is  mind-boggling,  and  because  of 
our  focus,  that  is  all  we  think  about.” 

INS  also  claims  to  pay  higher  salaries 
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than  its  competitors,  based  on  a  survey 
conducted  by  Hewitt  Associates  LLC,  a 
human  resources  consulting  firm,  which 
benchmarked  the  company  against 
competitors  like  Cisco  Systems  Inc.  and 
US  Robotics.  The  company  has  a  stock 
purchasing  program  that  allows  employ¬ 
ees  to  buy  stock  at  a  1 5  percent  discount 
from  the  selling  price  on  the  day  they 
started  for  up  to  two  years.  After  a  year 
at  INS,  employees  take  part  in  a  bonus 
program  in  which  they  receive  yearly 
bonuses  based  on  regional  and  overall 
performance  of  the  company. 

Drew  says  that,  in  addition  to  those 
benefits,  the  excitement  of  some  com¬ 
pany  projects,  such  as  the  installation  of 
a  computer  network  at  the  Hong  Kong 
airport,  helps  retain  employees.  Other 
clients  include  AT&T,  State  Farm 
Insurance  Co.  and  Cisco. 

“Retention,”  says  Steve  Umphreys, 


vice  president  of  human  resources,  “is  a 
great  competitive  advantage  and  is  hard 
for  other  companies  to  duplicate.” 

Bend  and  Stretch 

At  a  major  insurance  company, 
flexible  work  keeps  the  turnover  rate 
under  1 0  percent 

eth  Johnson  is  a  senior  sys¬ 
tems  analyst  at  The  St.  Paul,  an 
insurance  provider  that  employs 
9,500  people  and  bills  $5.7  billion  annu¬ 
ally.  Eight  years  ago,  Johnson  decided 
that  she  wanted  to  spend  more  time  with 


weeks  and  job  sharing,  is  used  by  90 
percent  of  the  IS  workforce.  About  650 
employees  work  from  home  and  1 ,000 
have  a  compressed  workweek. 

Julie  Buske,  the  human  resources 
manager  responsible  for  the  1,100-per¬ 
son  IS  staff  at  The  St.  Paul,  says  that 
many  employees  consider  their  ability  to 
mold  their  own  schedules  more  valuable 
than  cash  incentives.  She  knows  the 
alternative  work  strategy  is  succeeding, 
she  says,  because  in  exit  interviews, 
where  departing  employees  are  unchar¬ 
acteristically  frank,  they  praise  the  com¬ 
pany’s  job  flexibility. 

For  Johnson,  the  program  has  made 


Today,  the  alternative  work  program,  which  includes 
flexible  work  scheduling,  telecommuting,  part-time 
work,  compressed  workweeks  and  job  sharing,  is  used 
by  90  percent  of  The  St.  Paul’s  IS  workforce. 


her  young  family.  But  instead  of  leaving 
the  company,  Johnson  signed  on  to  a 
new  and  somewhat  experimental  alter¬ 
native  work  program  that  lets  IS 
employees  work  at  home  on  some  days 
as  well  as  on  a  part-time  basis.  To  take 
part  in  the  program,  she  had  to  write  a 
detailed  explanation  of  how  the  change 
would  help  the  company,  how  she 
expected  her  performance  to  improve 
and  how  she  would  manage  her  work  so 
that  colleagues  would  not  be  affected 
adversely.  That  effort  turned  out  to  be  a 
small  task  with  a  big  payoff.  Soon 
Johnson  was  working  70  percent  full 
time,  enough  to  keep  plugged  in,  but  with 
ample  time  to  meet  her  family  needs. 

Johnson  and  others  who  took  advan¬ 
tage  of  the  program  liked  it  so  much  that 
in  1994  a  volunteer  team  working  with 
a  consultant  from  Boston-based  Work 
Family  Directions  decided  to  expand  it 
to  the  entire  company. 

“The  driver  [for  alternative  work 
arrangements]  was  that  we  saw  the 
supply-demand  gap  coming  early  and  we 
saw  employees  with  changing  circum¬ 
stances,  young  children  or  aging  parents, 
and  thought  this  would  work  to  keep 
talent  at  the  company,”  says  Wayne 
Hoeschen,  senior  vice  president  of  IS. 

Today  the  program,  which  includes 
flexible  work  scheduling,  telecommut¬ 
ing,  part-time  work,  compressed  work¬ 


an  exit  interview  unnecessary.  She  is 
staying  at  The  St.  Paul. 

“Employment  agencies  call  me  a  lot,” 
says  Johnson.  “But  I  like  the  balance 
here.” 

The  Iron  Handshake 

A  visual  effects  studio  uses  three-year 
contracts  to  keep  its  staff  from 
looking  around 

T  INDUSTRIAL  LIGHT  &  MAGIC 
(IFM),  a  visual  effects  company 
founded  by  Star  Wars  director 
George  Fucas,  most  of  the  1,000  staff 
members  bring  a  rare  combination  of 
artistic  talent  and  technical  expertise. 
And  clients,  such  as  major  Hollywood 
studios,  know  that.  The  company’s  rep¬ 
utation  for  hiring  talent  is  enough  to  win 
many  innovative  visual  effects  projects, 
like  the  state-of-the-art  animation 
sequences  produced  for  Twister  and 
Jurassic  Park.  Because  IFM  needs  the 
talent  to  win  the  work,  it  can’t  afford  to 
watch  them  get  away.  Yet  in  the  hot 
market  for  special  effects  wizards,  some 
staff  members  were  getting  weekly  calls 
from  headhunters  and  constantly  faced 
difficult  career  choices. 

Two  years  ago,  after  several  project 
leaders  moved  to  other  shops,  IFM  man¬ 
agement  took  the  kind  of  hardball 
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Money  Talks:  Carolyn  Purcell,  executive  director  of  Texas’s  Department  of  Information 
Resources,  worked  to  push  through  legislation  to  raise  IS  pay. 


approach  to  retention  that  is  more  often 
associated  with  corporate  leaders  than 
with  techno-artists.  They  took  a  cue 
from  big  studios  like  Sony  and  Disney 
and  made  key  players  sign  contracts  that 
paid  well  but  required  employees  to  for¬ 
swear  any  search  for  employment  for 
three  years. 

“The  move  to  contracts  provided 
ILM  with  a  longer-term  strategy,”  says 
Human  Resources  Director  Lori 
McAdams.  “Now  employees  can  focus 
on  their  work.” 

McAdams  is  quick  to  point  out  that 
there  are  other  reasons  for  employees  to 
stick  around.  Lucas  Digital,  of  which 
ILM  is  a  division,  as  well  as  other  com¬ 
panies  like  Lucasarts  Entertainment  Co. 
and  Lucasfilm  Ltd.  have  been  praised  for 
their  family-friendly  benefits,  such  as 
child-care  facilities  and  pre-tax  pro¬ 
grams  for  child  care,  and  a  new  sabbat¬ 
ical  for  contract  staff.  Working  Mother 
magazine,  in  its  yearly  ranking  of  the 
best  100  companies  to  work  for,  has 
included  all  three  Lucas  enterprises  on 
its  list  for  seven  years. 

So  far,  says  McAdams,  the  package 


seems  to  work.  ILM  has  lost  only  one 
contract  employee,  who  left  for  personal 
reasons.  Companywide,  the  turnover 
rate  hovers  at  an  enviable  10  percent. 

Legal  Tender 

With  limited  options,  Texas  state 
agencies  used  clout  and  coincidence 
to  get  what  they  needed 

OMETIMES,  IDENTIFYING  THE 
solution  to  a  staffing  crisis  is  easy. 
Providing  it  is  not.  In  the  capital  of 
Texas,  bureaucrats  struggled  to  do  just 
that  and  ended  up  using  one  crisis  to 
solve  another. 

For  years,  state  agencies  in  Texas 
watched  IS  salaries  climb  at  the  dozens 


of  high-flying  startups  that  were  flock¬ 
ing  to  the  capital  city  of  Austin.  Their 
own  budgets,  on  the  other  hand,  were 
trapped  in  the  muck  of  finance  commit¬ 


tee  hearings.  And  while  Texas  spends 
about  $1  billion  a  year  on  IT,  the  state 
couldn’t  compete  with  the  salaries 
offered  by  the  private  sector.  Other 
incentives  often  offered  by  corporations, 
like  stock  options  and  signing  bonuses, 
were  out  of  the  question. 

“We  are  absolutely  hemorrhaging 
skill,”  says  Carolyn  Purcell,  executive 
director  of  Texas’s  Department  of 
Information  Resources  (DIR),  the  agency 
that  helps  set  rules  and  standards  for 
employment  in  all  state-funded  IS  activ¬ 
ities.  It  is  not  just  the  propeller  heads 
who  are  recruited  away  from  state  agen¬ 
cies,  she  says;  it’s  also  the  project  man¬ 
agers  and  quality  assurance  staff.  In  fact, 
it’s  just  about  everyone  associated  with 
IS  management. 


Purcell  hopes  that  a  partial  solution 
may  have  sprung  from  the  minor  panic 
surrounding  year  2000  compliance.  Last 
May,  the  DIR  worked  hard  to  persuade 
the  legislature  to  approve  a  plan  by 
which  those  employees  deemed  critical 
to  the  Y2K  solution  will  be  paid  a 
$5,000-per-year  bonus  if  they  had  been 
continuously  employed  for  three  years 
prior  to  Sept.  1,  1997,  and  remain 
employed  until  May  31, 2000.  In  a  sep¬ 
arate  legislative  package  that  exploited 
the  flurry  of  action  on  the  IS  front,  the 
legislature  boosted  the  pay  schedules  of 
all  IS  employees,  raising  1997-98  salary 
ceilings  to  include  two  additional  levels, 
from  $55,000  to  $62,000  for  program¬ 
mers  and  systems  analysts,  well  above 
the  national  averages  of  $42,000  for 
programmers  and  $49,000  for  systems 
analysts. 

No  one  at  the  DIR  believes  that  the 
new  money  will  buy  complete  happi¬ 
ness,  but  many  hope  that  it  will  elimi¬ 
nate  much  of  the  traditional  dissatisfac¬ 
tion  with  state  paychecks.  “We  don’t 
know  how  successful  [the  legislation] 
will  be,”  says  Purcell.  “The  jury  is  still 
out.”  EH 


Staff  Writer  Alex  Frankel  can  be  reached 
at  afrankel@cio.com. 


It  is  not  just  the  propeller  heads  who  are  recruited, 
away  from  Texas  state  agencies ;  it’s  also  the  project 
managers  and  quality  assurance  staff.  In  fact,  it’s  just 
about  everyone  associated  with  IS  management. 
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THERE’S  AN  EMERGENCY  BOARD  MEETING.  THE  CFO  NEEDS  NUMBERS  BY  NOON! 
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CFO  Vision 


When  you’re  under  pressure  to  make  critical 
business  decisions,  CFO  Vision  software  delivers 
the  timely  and  accurate  information  you  need. 


CFO  Vision  is  the  single  source  for  all  your 
key  business  information,  both  financial  and  non- 
financial— readily  accessible  for  interactive  analysis 
and  reporting.  It’s  never  been  easier  to  see  product 
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in  any  currency. 
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because  CFO  Vision  is  the  first  financial  consoli¬ 
dation  and  reporting  software  that  integrates 
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one  vendor... SAS  Institute,  the  leading  name  in 
decision  support  at  more  than  29,000  companies 
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If  you’re  stumped  by  the  IS  staffing  crunch ,  take  a 
lesson  from  some  companies  that  have  found  successful 
ways  to  retrain  and  retain  valued  veterans 

BY  TOM  FIELD 

CAN’T  FILL  YOUR  I.S.  VACANCIES? 

Unable  to  hire  enough  people  with  the  new  IT  skills  you  need?  Don’t  just  toss  your 
hands  and  look  upward;  look  inward. 

Stymied  by  the  IS  staffing  crunch,  many  companies  are  turning  away  from  the  vagaries 
of  the  marketplace  and  focusing  instead  on  retraining  their  veteran  IS  staff.  And  it’s  hard 
to  fault  their  reasoning.  Forget  that  there  aren’t  enough  warm  bodies  out  there  to  fill 
the  open  IS  positions;  common  business  sense  dictates  that  it’s  simply  cheaper  to  retain 
employees  than  it  is  to  recruit  them.  That  premise  is  supported  by  CIO  magazine’s  recent 
survey,  “The  IS  Staffing  Crisis:  Trends  and  Solutions,”  which  reveals  that 
companies  pay  between  $10,000  and  $30,000  to  fill  each  IS  vacancy.  And 
those  figures  don’t  account  for  the  price  tags  of  high-priced  paladins  who 
possess  such  in-demand  skills  as  SAP  expertise  and  project  management. 

But  training  IS  staff  isn’t  just  about  saving  money.  It’s  about  preserv¬ 
ing  intellectual  capital — the  industry,  business  and  technical  experience 
locked  inside  veteran  employees’  heads.  As  much  as  companies  want  to 
gain  new  skills,  they  also  don’t  want  to  lose  seasoned  employees  who 
know  the  business,  and  so  these  companies  will  invest  in  training  as  a 
means  of  matching  long-timers  with  new  skills.  “If  I  have  a  choice  between 
teaching  a  new  skill  set  to  an  employee  who’s  got  15  or  20  years  of  busi¬ 
ness  experience  or  going  out  and  recruiting  a  new  college  graduate  who 
has  that  skill  set,  I’ll  take  the  seasoned  employee  every  time,”  says  Glen 
time — and  thank  you  for  it  Salow,  former  vice  president  and  CIO  of  Aetna  Retirement  Services  in 

Hartford,  Conn. 


Reader  R0I 


IN  THIS  ARTICLE,  YOU'LL  LEARN 

►  Why  you  should  invest  in  training — 
even  if  it  means  losing  people 

►  Various  strategies  for  keeping  pace  with 
technology  change 

►  How  to  recruit  and  train  business  staff 

►  Why  half  a  million  dollars  for  training 
isn't  too  much 

►  How  to  get  staff  to  train  on  their  own 
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Surviving  The  IS  Staffing  Crisis 


RETRAINING 


The  upside  of  training  is  employee  retention.  Ninety-two 
percent  of  the  316  respondents  to  CIO' s  IS  staffing  study 
listed  training  as  a  top  retention  incentive,  and  55  percent 
listed  it  as  very  effective — trailing  only  special  compensation 
and  work  schedule/flextime.  “Training  is  a  big  part  of  the 
retention  issue,  and  it  is  working,”  says  Gene  Raphaelian,  San 
Jose,  Calif.-based  vice  president  and  research  director  of  IT 
executive  programs  for  Gartner  Group  Inc.  “Training  is  also 
improving  morale  [among  IS  employees],  showing  people  that 
their  companies  will  make  an  investment  in  them.” 

The  potential  downside  is  the  question  of  whether  these 
employees,  once  they’ve  been  trained  in  these  highly  marketable 
skills,  will  market  themselves  into  new  jobs.  “That’s  the  risk,” 
says  Mike  Gerringer,  Concord,  Calif.-based  senior  vice  presi¬ 
dent  of  systems  and  technology  services  at  Bank  of  America. 
“The  danger  is  that,  as  you  train  them,  people  will  get  that 
much  better  at  what  they  do  [and  then  go  elsewhere].”  But  for 
the  extra  value  these  employees  bring  to  their  jobs — even  if  they 
do  move  on — “I’ll  take  that  bet  any  day,”  says  Gerringer. 

CIO  looks  at  the  best  practices  of  some  companies  that 
could  have  written  the  book  on  training  and  created  possible 
curriculum  courses.  Three  of  these  companies  are  in  the  same 
industry,  yet  their  methods  are  vastly  different  and  are  appli¬ 
cable  to  many  businesses. 


Course  Title:  Boot  Camp 

The  Prudential  Insurance  Co.  of  America,  Newark, 
N.J.,  www.prudential.com 


Description:  When  Prudential  rolled  out  a  Microsoft  NT  plat¬ 
form  in  1996,  senior  executives  knew  they  needed  qualified 
NT  systems  engineers — and  fast — but  they  didn’t  want  to  pay 
the  going  (and  growing)  rates  for  contract  labor.  So  instead 
Prudential  established  a  “boot  camp”  for  NT  recruits.  Referred 
to  officially  as  NT  Basic  Training,  the  program  drafts  qualified 
employees  and  new  hires  who  are  taken  off  the  job  and  sub¬ 
jected  to  an  intense,  seven-week  battery  of  class¬ 
room,  laboratory  and  computer-based  train- 
ing  by  Microsoft  Corp. -certified 
instructors.  If  the  students  survive  the 
regimen  (which  Microsoft  itself  usu¬ 
ally  offers  over  a  more  leisurely  10- 
or  11-week  period),  they  become 
Microsoft  Certified  Systems 
Engineers  (MCSE) — a  prized  cer¬ 
tification  in  today’s  IS  field. 

What  the  Managers  Say:  William 
Friel,  Prudential’s  Roseland,  N.J.- 
based  senior  vice  president  and  CIO, 
says  Basic  Training  is  one  aspect  of  a 
continuous  education  process  for  IS 
employees.  “You  need  to  be  able  to  educate 
your  own  folks  and  keep  them  current,  or  you’ll 
fall  behind,”  he  says.  He  cites  a  quote  from  former  AT&T 
CEO  John  Walter:  “If  the  pace  of  change  outside  the  organi¬ 
zation  exceeds  the  pace  of  change  inside,  the  end  is  near.” 

What  the  Students  Say:  Greg  (not  his  real  name,  which 


can’t  be  revealed  for  fear  of  drawing  the  interest  of  corporate 
raiders)  was  one  of  Prudential’s  first  Basic  Training  graduates, 
and  he  sings  the  program’s  praises  because  it  helped  him  switch 
career  paths  and  pick  up  an  in-demand  technical  skill.  “It’s 
very  intense — they’re  trying  to  put  in  a  lot  of  information  in  a 
short  time,”  Greg  says,  “but  I  thought  it  was  a  great  course.” 
Although  the  program  was  a  drain  on  his  personal  life,  Greg 
says  he  “without  a  doubt”  would  undergo  such  training  again 
in  other  new  technologies.  Asked  what  advice  he  would  give 
future  recruits,  he  says,  “Tell  your  wife  and  family  you’re  going 
to  be  busy  for  the  next  seven  weeks.” 

Lasting  Value:  So  far,  38  MCSEs  have  emerged  from 
Prudential’s  basic  training,  and  220  prospects  are  currently 
enrolled  in  its  programs.  Friel  says  the  program  is  so  success¬ 
ful  that  he  is  going  to  take  the  same  approach  to  training  per¬ 
sonnel  on  other  new  technologies.  “Folks  do  extremely  well 
[in  this  program],”  Friel  says.  “It’s  like  being  in  the  Marines: 
When  you  finally  complete  basic  training,  you  think  you’re 
absolutely  the  best.  Same  thing  here.” 


Course  Title:  Business  for  Techies 

Bank  of  America,  San  Francisco, 
www.bankamerica.com 

Description:  Two  years  ago,  the  bank’s 
senior  managers  determined  that  the  IS 
staff  needed  better  overall  business  skills. 

Toward  that  end,  the  bank  allied  itself  i 
with  the  University  of  North  Carolina’s  Jjj 
Kenan-Flagler  Business  School  to  offer 
Building  Better  Business  Partners,  a 
two-year  classroom  training  pro¬ 
gram.  Through  this  partnership,  | 
selected  IS  staff  members  are  sub-  ■ 
jected  to  a  series  of  quarterly,  two- 
day  classes,  such  as  Strategy  & 

Feadership,  How  to  be  a  Good 
Internal  Consultant  and  Finance  10F 
Because  the  courses  run  for  three  months,  employ¬ 
ees  are  not  removed  from  their  jobs  for  long,  disruptive  peri¬ 
ods,  and  they  get  the  opportunity  between  sessions  to  test  their 
new  business  skills. 

What  the  Managers  Say:  “It’s  almost  like  a  mini-MBA,” 
says  Suzanne  Watson,  an  executive  vice  president  of  human 
resources  who  helped  initiate  the  program  in  1995.  “We’re 
looking  to  create  better  business  partners,  and  we  believe  it’s 
working.  The  [IS  managers]  say  the  training  really  helps  them 
understand  the  financials  of  the  bank  and  where  they  can  con¬ 
tribute.  The  business  managers  say,  ‘I  don’t  know  what  you’re 
doing  with  these  | IS]  people,  but  keep  on  doing  it.’” 

What  the  Students  Say:  Mike  Gerringer  had  held  an 
MBA  for  15  years  when  he  entered  the  training  program  two 
years  ago,  but  even  he’s  learned  a  lot  about  modern  business 
theories  and  techniques.  “You  get  something  out  of  [this  pro¬ 
gram]  no  matter  what  your  skill  level  going  into  it,”  Gerringer 
says.  As  banks  respond  to  the  challenges  of  deregulation,  elec¬ 
tronic  commerce  and  changing  demographics,  business  and 
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Storage 


If  your  storage  needs  are  piling  up  and  you  need 
new  ways  to  manage,  archive,  and  back  up  storage 
intensive  applications,  Datalink  has  the  perfect  solu¬ 
tion  for  you.  The  StorageTek 
Timberwolf  9710  offers 
capacities  from  600GB- 
20.58TB  of  data  storage- 
depending  on  your  tape 
drive  configuration.  As 
your  storage  needs  grow, 
capacity  can  be  increased 
with  minimal  disruption  to 
ongoing  operations. 

So  call  Datalink,  the  stor¬ 
age  experts,  for  the  perfect 
solution  to  manage  your  load. 


The  StorageTek 
Timberwolf  9710 
uses  proven  robotics 
to  manage  tape  drive 
configurations  from 
600GB-20.58TB. 
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The  IS  Staffing  Crisis 

IS  executives  must  pool  their  resources,  Gerringer  says,  and 
the  training  program  helps  accelerate  the  process.  “Our  [IS] 
managers  are  able  to  discuss  the  challenges  in  business  terms,” 
he  says.  “Two  years  ago,  these  conversations  would  have  been 
entirely  about  technology,  and  the  business  people  would  have 
just  tuned  us  out.” 

Lasting  Value:  The  bank  has  not  conducted  a  formal  ROI 
study  yet.  But,  so  far,  roughly  350  IS  managers  have  gone 
through  the  program,  which  has  been  so  successful  that  the 
bank  and  the  business  school  have  teamed  up  to  offer  a  new, 
two-day  Technical  Skills  for  Business  Managers  program  to 
200  business-side  employees. 

Course  Title:  IS  Wants  U 

Progressive  Insurance  Corp.,  Mayfield  Village,  Ohio, 
www.auto-insurance.com 

Description:  Unable  to  meet  internal  technical  demands  with 
current  IS  workers  and  new  recruits,  Progressive  has  embarked 
on  a  unique  training  program  called  Quest  that  targets  vet¬ 
eran  business  employees  who  want  to  move  into  IS.  To  enter 
the  program,  business  employees  must  take  an  aptitude  test, 
consisting  of  logic  and  math  problems,  that  projects  their 
potential  IS  success.  Once  accepted,  these  employees  enter  a 
10-week,  on-the-job  training  regimen  in  which  they  are  steeped 
in  technical  skills  such  as  Cobol  programming.  Midway 
through  the  program,  these  students  are  sent  to  work  in  their 
new  IS  assignments  for  one  week,  after  which  they  complete 
their  training  and  move  permanently  into  their  new  jobs.  A  sim¬ 
ilar  program  exists  to  move  IS  workers  into  business  offices. 

What  the  Managers  Say:  “We  try  to  match  people  with 
their  aptitudes  and  desires,”  says  CIO  Allan  Ditchfield.  “We 
actually  get  quite  a  few  people  coming  over  [from  the  business 
side].  It’s  not  quite  as  easy  to  move  [IS  workers]  back  to  the  busi¬ 
ness  side,  but  we  take  the  attitude 
that  if  we  do  a  good-enough  job 
introducing  people  to  the  comput¬ 
er  side  of  the  operation,  then  they’ll 
never  want  to  go  back.” 

What  the  Students  Say:  When 
Dee  Ware  joined  Progressive  as  a 
print  room  production  employee  in 
1994,  she  says,  “I  could  turn  on  a 
PC — that’s  about  it.”  Today  she’s  a 
computer  programmer  analyst  con¬ 
sultant  based  in  Gainesville,  Fla., 
and  she  credits  Progressive’s  Quest 
program  with  giving  her  a  new 
career  path.  “One  person  said 
[Quest]  is  like  three  years  of  college 
crammed  into  three  months,” 
Ware  says.  “We  started  at  the  basics — we  had  to.  Most  of  us 
were  like,  ‘What’s  a  program?’  But  now  my  growth  opportu¬ 
nities  are  tremendous.” 

Lasting  Value:  In  addition  to  being  a  great  IS  feeder  pro¬ 
gram,  Quest  is  a  retention  tool,  Ditchfield  says.  “That’s  where 
the  investment  pays  off,”  he  says  (although  he  won’t  divulge 
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Oh,  Canada 

A  nation  turns  to  Web-based  training 
to  solve  skills  crises 

The  i.s.  staffing  crisis  isn't  just  a 

U.S.  issue — it's  a  global  crisis — and  Canada  is 
doing  its  part  to  overcome  the  skills  shortage. 
Through  the  Software  Human  Resource  Council  (SHRC), 
an  Ottawa,  Ontario-based  nonprofit  group  chartered  in 
1992  by  the  Canadian  national  government  and  private 
industry,  IS  workers  nationwide  are  learning  new  tech¬ 
nical  skills  via  the  Web. 

Providing  the  instruction  is  Mentys,  an  Internet- 
based  training  system  created  by  the  Global 
Knowledge  Network,  an  independent  IT  education 
company  based  in  Naples,  Fla.  Students — or  their  com¬ 
panies — pay  $50  for  20  hours  of  classroom  time,  during 
which  they  take  certified  courses  in  such  skills  as 
client/server  architecture,  Java  and  TCP/IP  networking. 
The  classes  include  seminars,  self-tests  and  pop 
quizzes.  Students  benefit  from  being  able  to  assess  and 
improve  their  technical  skills  on  their  own  time,  at  their 
own  pace.  Industry  benefits  by  getting  the  technical 
skills  it  needs  at  a  productivity  and  dollar  cost  far  lower 
than  traditional  classroom  training. 

Robyn  Gordon,  the  SHRC's  director  of  communica¬ 
tions,  sees  Mentys  as  an  elegant  way  for  IS  workers  to 
ramp  up  on  new  skills — at  their  convenience,  via  pri¬ 
vate  intranets,  WANs  and  the  Web.  "Mentys  can  be 
accessed  any  time,  any  way  that  is  convenient  in  the 
lives  of  the  students,"  Gordon  says,  adding  that  Mentys 
is  most  frequently  used  near  1 1  p.m.,  after  workdays 
end  and  students'  children  are  put  to  bed. 

David  Neil,  a  fiber-optic  technician  for  Expertech-Bell 
Canada,  has  used  Mentys  in  his  off-hours  to  study  C++ 
and  TCP/IP  for  software  development.  "Mentys  has 
allowed  me  to  get  to  the  point  that  I  need  quickly  and 
concisely,"  Neil  says.  "From  there,  I'll  see  where  I  need 
to  study  in  depth." 

So  far,  Mentys  has  been  offered  as  a  pilot  program  in 
Canada,  where  900  users  have  accessed  the  system. 
After  the  pilot  program  ends  and  is  analyzed  late  this 
year.  Global  Knowledge  Network  executives  hope  to 
offer  Mentys  training  to  U.S.  users. 

Who  uses  Mentys?  "Individuals  who  are  very  serious 
about  their  careers,"  Gordon  says.  "It's  for  people  who 
aren't  just  looking  to  maintain  their  skills;  they're  look¬ 
ing  to  maintain  their  employability." 

-T.  Field 


But  it  is  the  most  advanced  integrated  toolset  for 
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the  investment  cost).  “People  have  told  me  they  haven’t  left 
the  company  because  of  our  training.  Having  internal  train¬ 
ing  is  really  helping  us  overcome  this  staffing  issue.” 

Course  Title:  Train  or  Perish 

Genstar  Container  Corp.,  San  Francisco, 
www.genstar.ge.com 

Course  Description:  Looking  to  preserve  its  IS  niche  in  cut¬ 
throat,  competitive  Silicon  Valley,  this  marine  container  lessor — 
a  division  of  GE  Capital  Services — keeps  its  skill  sets  fresh  by 
requiring  IS  staffers  to  take  one  or  two  university-level  techni¬ 
cal  or  business  courses  per  semester.  “It’s  a  requirement  to  keep 
their  jobs,”  says  Jonathan  Fornaci,  Genstar’s  vice  president  and 
CIO,  who  rationalizes  that  the  effort  keeps  the  employees’  and 
the  company’s  skills  fresh.  Employees  are  urged  to  take  classes 
that  relate  directly  to  their  jobs  (project  management  and  soft¬ 
ware  certification  are  popular  topics),  and  Genstar  pays  all  costs, 
including  transportation. 

What  the  Managers  Say:  “If  you’re  investing  in  yourself, 
showing  that  you  care  to  improve  yourself,  then  you’re  a  bet¬ 
ter  employee — you’re  more  self-confident,”  says  Fornaci,  who 
introduced  mandatory  training  when  he  joined  Genstar  in  1996. 
“And  you  know  you’ve  got  the  current  skills.” 

What  the  Students  Say:  Katie  Pasol,  a  production  control 
supervisor  within  Genstar’s  IS  organization,  has  taken  cours¬ 
es  in  data  mining,  Unix  and  project  management 
over  the  last  year  or  so.  “[Training]  has 
given  me  a  better  understanding  of  the 
business,”  she  says.  “Before,  I  was 
strictly  [trained  in]  HP  legacy  sys¬ 
tems.  Now  I  feel  more  a  part  of 
all  the  departments.”  Pasol 
says  IS  workers,  rather  than 
bristling  against  the  training 
mandate,  are  enthusiastic 
about  continuing  education. 
“It’s  giving  people  not  just  the 
opportunity  to  further  them¬ 
selves  in  the  positions  they  have 
now  but  to  transition  into  other 
positions  if  they  want  to.” 

Lasting  Value:  Fornaci  expects  to  spend 
$500,000  on  employee  training  this  year,  but  he  sees  the 
expense  purely  as  a  retention/recruiting  investment.  “So  far 
this  year,  I’ve  lost  only  one  person  who  wasn’t  forced  out,  so 
I’m  getting  great  retention,  whereas  everyone  else  [in  the  Valley] 
is  being  raided,”  Fornaci  says.  “Also,  we  can  tell  new  recruits, 
‘We’re  going  to  invest  in  you,’  and  I’ve  got  the  proof.” 

Course  Title:  Business  After  Hours 

Aetna  Retirement  Services,  Hartford,  Conn., 
ivww.aetna.com 

Course  Description:  Because  there  are  only  so  many  hours 
in  a  day,  Aetna  gives  its  IS  workers  the  opportunity  to  enrich 
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their  skill  sets  at  night.  After 
Hours  is  a  two-year-old  train¬ 
ing  program  that  encourages 
employees  to  take  classes — on 
their  time,  at  their  pace — in  such 
diverse  areas  as  Cobol  program¬ 
ming,  client/server  and  Internet 
technologies.  The  goal  is  not  just 
to  brush  up  on  skills  employees 
need  now  but  to  get  a  head  start  on 
mastering  tools  that  might  be  called 
for  in  the  future.  To  assess  their  train¬ 
ing  needs,  IS  employees  take  a  self- 
examination  every  six  months  to  deter¬ 
mine  proficiency  in  200  different  “hard” 
and  “soft”  skills.  Fikewise,  Aetna’s  senior 
managers  conduct  regular  gap  analyses  to 
show  which  skills  the  company  possesses— 
and  which  it  will  need.  The  gap  analysis 
results  are  shared  with  employees  so  that  they  can  evaluate 
their  current  skills  versus  the  company’s  projected  needs  and 
then  plan  their  training  accordingly.  Individual  classes  last 
roughly  three  hours  per  night,  spread  over  one  or  two  weeks 
for  a  typical  course. 

What  the  Managers  Say:  Glen  Salow  (who  recently  left 
Aetna  for  a  new  position  at  American  Express),  says  After 
Hours  is  an  example  of  mutual  responsibility:  The  company 
makes  the  effort  to  assess  current  and  future  needs,  and 
employees  make  the  effort — with  the  company’s  help — to  meet 
those  needs  and  further  their  own  careers.  But  don’t  refer  to 
this  training  as  “reskilling,”  Salow  warns.  “When  I’m  invest¬ 
ing  in  an  employee  to  broaden  his  or  her  technical  skills,  the 
last  thing  I  want  to  do  is  ‘re’  anything,”  he  says.  “‘Re’  implies 
that  [the  employees]  lost  the  skills  and  tool  sets  they  had 
before,  and  that’s  not  the  point.  We  want  to  build  on  those 
skills  and  tool  sets,  not  replace  them.” 

What  the  Students  Say:  Ray  Pietruszka,  a  business  sys¬ 
tems  manager,  has  taken  After  Hours  classes  in  HTMF,  C++ 
and  Visual  Basic — none  of  which  he  currently  uses  in  his  day- 
to-day  job,  but  all  of  which  may  be  called  upon  for  future 
assignments.  “[After  Hours]  gives  you  another  perspective,” 
Pietruszka  says.  “It’s  a  tremendous  opportunity  for  folks  here. 
People  are  looking  all  the  time  to  broaden  their  skill  sets  and 
get  a  leg  up  in  IT.  And  it’s  offered  right  here  in  our  building; 
it’s  not  like  you  have  to  go  outside  Aetna  and  pay  to  take  a 
class.  [After  Hours]  is  kind  of  a  subtle  benefit  that  I  don’t  think 
a  lot  of  folks  [in  other  companies]  get.” 

Lasting  Value:  Since  the  program’s  inception,  nearly  all  of 
the  division’s  650  IS  employees  have  participated  in  the  pro¬ 
gram,  Salow  says.  “And  we’ve  been  remarkably  successful  at 
not  having  to  go  out  into  the  market  and  recruit  people  who 
have  these  skills.”  Aetna  spends  roughly  3  percent  of  its  IS  pay¬ 
roll  on  training  initiatives,  but  Salow  doesn’t  look  at  the  ROI 
in  terms  of  hard  dollars.  “Took  at  the  cost  of  replacing 
employees,  at  the  cost  of  a  startup  employee,”  he  says.  “That 
makes  the  case  pretty  clearly.” 


lx 


Senior  Writer  Tom  Field  can  be  reached  at  tfield@cio.com. 
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“As  the  world’s  largest  wireless  messaging  company it  is  imperative 
that  our  IT  operations  run  with  clockwork  precision.  The  software  running 
our  customer  billing,  pager  activation  and  finance  processes  is  mission 
critical.  To  ensure  our  software  development  integrity,  we  turned  to 
MKS’s  software  configuration  management  solution.  Now,  with  our 
development  house  in  order,  we’re  tackling  the  same  challenge  on 
the  Web,  and  again,  MKS  is  there  to  help.  ” 


Our  Customers  Ch 


To  Work  With 
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Ross  Holman,  CIO  of  PageNet,  relies  on  MKS  to  ensure 
corporate  Intranet  and  software  development  integrity. 


His  IT  professionals  use  MKS’s  award-winning  software 
configuration  management  (SCM)  technology  to  manage  team 
software  development.  With  MKS  as  a  business  partner, 
PageNet  builds  reliable  software  faster  and  better  than  ever 
before,  meeting  the  demanding  needs  of  more  than  ten  million 
pager  users.  And  to  manage  the  Intranet,  MKS  is  also  there 

for  PageNet  with  Web  Integrity. 


MKS  products  and  services  manage  the  collaborative 
development  of  software  and  information.  Our  name  and 
our  software  are  critically  acclaimed,  and  endorsed 
by  industry  partners:  IBM,  Netscape, 
Microsoft,  Powersoft,  and  others. 


: 


DATABLADE 


Mission  critical  software  drives  global  corporations 
like  PageNet.  And  MKS  brings  integrity  to  software  for 
client/server  and  the  Web.  Let  us  deliver 
integrity  for  your  IT  systems. 


To  learn  more  about  MKS, 
our  products  and  our  services,  point  your 
browser  at  http://www.mks.com  or 
call  us  at  1-800-265-2797. 


HEWLETT 

PACKARD 


NETSCAPE 

Alliance 


mk(s) 


Managing  Change  with  Integrity 

MKS  1*519*88' 

UK  +44  181  335  5920 
Germany  +49  711 16714  0 
France  +331  3082  2762 
Scandic  +45  3325  6555 
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Act  Like  You  Care 

If  there’s  an  IS  staffing  crisis  going  on ,  then 
why  do  so  many  companies  treat  prospective 
employees  as  a  nuisance? 

BY  JOHN  CARE 


AS  AN  I.S.  PROFESSIONAL  WITH 
nearly  20  years  of  experi¬ 
ence,  I’ve  long  been  aware 
of  the  so-called  IS  staffing 
crisis.  But  I  saw  the  problem 
from  a  new  perspective  this  past  sum¬ 
mer,  when  I  unexpectedly  lost  my  job 
as  an  IS  director  at  a  software  devel¬ 
opment  company  and  was  forced 
into  the  job  market.  I  learned  sud¬ 
denly  that  the  crisis  is  not  just  about 
companies  that  can’t  find  qualified 
staff;  it’s  also  about  top-notch  IS  pro¬ 
fessionals  who  are  turned  away  or 
simply  turned  off  by  the  hiring  prac¬ 
tices  of  these  same  companies. 


Missed  Connections 

At  first,  I  thought  my  job  search 
would  be  short  and  simple.  After  all, 
I’d  just  left  a  job  at  a  software  devel¬ 
opment  company,  where  I  oversaw 
not  just  development  but  also  main¬ 
tenance,  quality  assurance  and  prod¬ 
uct  marketing.  I  have  experience  with 
two  relational  DBMS  vendors,  the 
Internet  and  data  warehousing  in 
three  major  industry  segments  in  the 
Philadelphia-New  York  corridor.  My 
colleagues  told  me  repeatedly  that 
my  skills  were  in  demand,  and  as  I 
started  to  target  my  job  search  toward 
software  developers,  vendors  and 


consultancies,  I  felt  confident — per¬ 
haps  too  confident — that  my  situation 
would  be  temporary.  Yet,  as  I  started 
networking,  calling  companies  that  I 
knew  had  openings,  sending  e-mail 
inquires,  resumes. ..well,  I  received 
some  frustrating  responses. 

■  A  Big  Six  accounting  firm  called, 
and  the  representative  said  the  com¬ 
pany  was  interested  in  me  and  would 
fly  me  to  the  home  office  immediately 
for  a  personal  interview.  The  plane 
tickets  never  arrived;  the  representa¬ 
tive  never  called  back. 

■  A  representative  of  a  local  bank, 
prompted  by  a  colleague,  made  an 
unsolicited  call,  saying  his  company 
was  “desperate”  for  people  with  my 
background.  “Expect  a  call  from  the 
senior  VP  of  systems,  and  be  pre¬ 
pared  to  move  quickly,”  I  was  told. 
This  was  six  months  ago;  I’m  still 
waiting. 

■  A  financial  services  company  in 
New  Jersey  was  looking  for  a  direc¬ 
tor  of  technology.  I  submitted  and 
followed  up  on  a  resume.  Ten  days 
later,  I  received  a  form-letter  reply 
asking  for  the  completion  of  a  generic 
application  form  that  listed  “essen¬ 
tial”  qualities  such  as  words-per- 
minute  typing  speed.  I  completed  the 
application  and  sent  it  back.  After 
three  weeks,  the  silence  was  deafen¬ 
ing,  so  I  inquired  whether  the  posi¬ 
tion  was  still  open.  In  response,  I  re¬ 
ceived  a  second  form  in  the  mail, 
again  asking  for  my  typing  speed. 

These  examples  are  typical  of  how 
many  companies  treated  me;  they 
either  ignored  me  or  made  promises 
they  didn’t  keep.  And  these  were 
major  companies  that  had  real  job 
openings,  yet  they  didn’t  seem  in  any 
rush  to  make  applicants  feel  wel¬ 
come.  Many  of  my  phone  calls,  faxes, 
e-mails  and  resumes  just  disappeared 
into  nothingness. 

Interviews  from  Hell 

I  wasn’t  treated  much  better  by  the 
companies  that  did  follow  up  with 
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Secret 


you  want  when 
choosing  your  firewall 
is  to  make  a  mistake.  It 
exposes  the  assets  of  your 
company  to  significant  risk. 

The  fact  is:  every  time  an  employee 
launches  onto  the  Internet,  you  are  vulnerable  to 
hackers.  And  not  the  curious  hackers  of  the 
Eighties;  today’s  hackers  are  malicious. 

Imagine  an  employee  who  funnels  money  from 
the  corporate  bank  account.  Or  a  competitor  who  pilfers  proprietary 
data.  Any  breach  in  infosecurity  can  have  serious  consequences.  In 
fact,  49°/o  of  polled  Fortune  1000  companies  have  reported  hacking, 
and  they  quantified  losses  at  over  100  million  dollars. 

The  best  deterrent  is  the  world’s  most  secure  firewall.  The  firewall  that  is  the  network 
security  system  of  choice  for  major  banks,  financial  institutions,  and  governments  throughout 
the  world.  And  the  firewall  that  consistently  beats  the  competition  in  security,  performance  and 
usability  tests  by  Network  Computing,  Data  Communications  and  Communications  Week  magazines 

What  you  need  is  CyberGuard.  It’s  never  been  hacked.  And  we  guarantee  it  will  be  one  of  the  best 
decisions  you’ll  ever  make. 
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New  On  Our  Web  Site 


me.  Many  of  these  organizations  could 
detail  salary  grades,  minimum  and  max¬ 
imum  pay,  as  well  as  bonus  structures 
for  the  positions  they  sought  to  fill,  but 
few  of  them  offered  written  job  descrip¬ 
tions.  Not  once  did  I  experience  an  on- 
time  job  interview — which  is  pure 
and  simple  disre¬ 
spect — and  fully 
half  of  my  inter¬ 
viewers  had  not 
even  read  my 
resume  before¬ 
hand.  Multiple  in¬ 
terviewers  in  a  sin¬ 
gle  company  often 
asked  me  the  same 
questions:  “Why 
did  you  leave  your 
last  job?”  “Tell  me 
about  your  Sybase 
experience.”  If  I 
was  being  checked 
for  consistency, 
these  interviewers  did  a  fine  job,  but  oth¬ 
erwise  they  showed  a  total  lack  of  focus 
and  preparation.  Only  one  company 
gave  me  an  agenda  for  a  series  of  inter¬ 
views,  featuring  an  overview  of  the  open 
position  and  bios  of  the  executives  with 
whom  I’d  be  meeting. 

My  worst  interview  experience  was 
with  a  major  high-tech  hardware  com¬ 
pany  looking  to  start  up  an  enterprise 
architecture  practice.  The  hiring  man¬ 
agers  scheduled  a  long  interview  session 
with  multiple  candidates  from  11  a.m. 
to  5  p.m.  in  a  hotel.  No  lunch,  no 
snacks,  no  offers  of  coffee  or  soda,  yet 
executives  remarked  on  how  all  the  can¬ 
didates  appeared  to  get  confrontational 
toward  the  end  of  the  day.  One  of  the 
primary  short-term  goals  of  the  person 
hired  for  this  position  was  to  fully  staff 
the  practice  with  eight  to  1 0  consultants 
by  the  end  of  the  quarter.  However,  it 
took  the  company  seven  weeks  beyond 
the  projected  hire  date  just  to  cut  me  an 
offer  letter.  Had  I  accepted  the  position, 
I  would  have  been  left  with  about  12 
days  to  find,  interview  and  recruit  my 
staff.  To  quote  my  10-year-old  son, 
“Duh.”  Surprise:  This  company  still  is 
not  fully  staffed. 

Do  Unto  Others 

Years  ago,  when  I  studied  management, 
I  was  taught  the  acronym  DAYS — Do 


As  You  Say — which  to  me  means, 
“Treat  your  prospective  employees  as 
you  would  your  customers,  with  respect 
and  dignity.”  I  would  never  leave  a 
prospective  employee  dangling,  just 
as  I  wouldn’t  ignore  or  mistreat  a 
prospective  customer.  Remember,  bad 

news  spreads  fast. 
Several  major 
companies  will 
never  receive  any 
personal  or  pro¬ 
fessional  business 
from  me,  my  fam¬ 
ily,  friends  and 
as  many  business 
acquaintances  as  I 
can  reach.  And  I 
think  my  experi¬ 
ence  is  not  un¬ 
common;  many  IS 
professionals  are 
being  treated  as 
shabbily  as  I  was 
by  hiring  managers  who  continue  to 
whine  about  the  ravages  of  the  IS 
staffing  crisis. 

Eventually,  I  found  a  new  job,  and  the 
hiring  experience  was  completely  differ¬ 
ent  from  the  nightmares  I’ve  detailed 
above.  My  current  employer  responded 
to  my  initial  inquiry  within  24  hours,  set 
up  an  immediate  phone  interview  and 
then  flew  me  in  to  meet  with  a  senior 
executive.  I  received  follow-up  calls  from 
HR,  senior  management  and,  as  a 
unique  twist,  from  four  staffers  who  ulti¬ 
mately  would  be  a  part  of  my  organiza¬ 
tion.  I  accepted  this  company’s  job  offer 
over  three  others  in  part  because  I  felt 
the  hiring  managers  cared  and  I  was 
appreciated.  Interestingly  enough,  when 
I  checked  the  company’s  business  refer¬ 
ences,  two  of  its  customers  echoed  those 
same  sentiments. 

Makes  you  wonder  what  your  com¬ 
pany’s  customers — and  prospective 
employees — say  about  you.  BE! 

John  Care  is  the  New  York/New  Jersey 
regional  director  of  technical  services 
at  The  Vantive  Corp.,  a  Santa  Clara, 
Calif. -based  customer  asset  manage¬ 
ment  software  company.  He  can  be 
reached  at  jcare@msn.com.  If  you  wish 
to  respond  to  any  of  the  author's  per¬ 
spectives,  please  send  your  comments  to 
letters@cio.com. 
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DIG  DEEPER 

Discover  innovative  ways  to  keep 
your  IS  departments  fully  staffed. 
Visit  our  newest  online  forum  and 
research  center  dedicated  to  the  IS 
staffing  crisis.  The  forum  offers  you 
the  chance  to  post  questions  for 
your  peers  and  to  share  insights, 
experiences  and  solutions. 
www. cio.com! forums! staffing 


SPREAD  THE  WORD 

Want  to  route  an  electronic  copy  of 
a  CIO  article  to  a  colleague?  You’ll 
find  the  full-text  version  on  our 
Web  site.  Once  there,  click  on  the 
icon  on  the  left-hand  side  of  the 
screen  and  a  copy  of  the  article 
you’re  reading  will  be  forwarded  to 
the  e-mail  address  you  specify.  If 
you’d  prefer  to  pass  along  a  print¬ 
out  of  the  article,  click  on  the  printer- 
friendly  icon,  also  located  on  the 
left  side  of  the  screen. 
wivw.cio.com 


CIO  JOB  OF  THE  WEEK 

Read  detailed  descriptions  of 
selected  CIO  job  openings  from 
across  the  country,  updated 
regularly.  If  you’re  looking  for 
a  job,  make  this  your  first  stop. 
www.  do.  com/jotw 


Years  ago, 

when  I  studied  management, 
I  was  taught  the  acronym 
DAYS — Do  As  You  Say — 
which  to  me  means, 
"Treat  your  prospective 
employees  as  you  would 
your  customers, 
with  respect  and  dignity." 
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WHEN  MVS,  UN 
PLAY  TOGETHEI 


•AND  SO  DOES  CONTROL. 
•AND  SECURITY. 

•AND  DEPLOYABILITY. 


Get  your  enterprise  computing 
environment  working  in  concert  — 
and  your  Total  Cost  of  Ownership 
strategy  will  really  start  to  rock  ‘n  roll. 

Not  just  the  same  old  tune. 
Amdahl  is  making  TCO  happen. 

Amdahl’s  enterprise-wide 
integration  of  MVS®,  UNIX0,  and 
Windows  NT@  is  now  delivering  the 
maximum  value  of  centralized 
operations  —  cost-efficiency, 
manageability,  security  and 
deployability.  Including  the  first 
enterprise-level  thin-client  solu¬ 
tions.  On  all  platforms.  With  all 
the  bells  and  whistles. 

Music  to  your  ears?  Talk  to 
Amdahl  today. 


amdahl 

Bring  us  your  hard  problems  * 


THE  STATE  OF  THE  ART, 
NEW  PRODUCTS 
AND  STAY  I  N  G  AHEAD 
OF  THE  CURVE 

Edited  by  Elaine  M.  Cummings 


Innovative  Training  Tools 

The  virtual  classroom  makes  learning  easier — and  cheaper 


BY  JOHN  EDWARDS 

HE  AGE-OLD  CHILDHOOD 
chant  has  finally  come  true: 

“No  more  classes!  No  more 
books!  No  more  teachers’ 
dirty  looks!”  The  latest  dis¬ 
tance  training  tools  allow  employ¬ 
ees  across  an  organization  to  receive 
instruction  without  leaving  their 
offices. 

Like  nearly  everything  else, 
employee  training  has  found  its 
way  onto  the  Web,  allowing  the 
global  network,  along  with  corpo¬ 
rate  intranets,  to  serve  as  a  virtual 
classroom.  Proponents  of  Web- 
based  education  note  that  the 
technology  enables  organizations 
to  tailor  training  to  individual 
employee  needs  while  slashing 
costs  by  eliminating  travel  expenses 
and  shortening  employee  downtime 
Furthermore,  unlike  previous  stabs  at  distance 
learning,  Web  technology  doesn’t  require  massive 
investments  in  leased  lines,  satellite  links  or  other  costly 
communications  technologies. 

About  65  percent  of  corporate  training  still  takes 
place  in  a  traditional  classroom  setting,  according  to 
International  Data  Corp.  (IDC),  a  Framingham, 
Mass.,  research  firm  and  sister  company  to  CIO 
Communications  Inc.  Only  20  percent  of  training  is  based 
on  electronic  media  (including  Web-based  instruction, 
CD-ROMs  and  videocassettes), 
while  the  remainder  is  paper-based, 
according  to  IDC. 

But  times  are  changing.  Employee 
training  via  the  Web  will  be  adopted 
by  virtually  all  organizations 
within  the  next  few  years,  predicts 
Marsha  Kabakov,  director  of  train¬ 
ing  channel  programs  for  Microsoft 
Corp.  in  Redmond,  Wash.  “The 
benefits  are  clear-cut,”  she  says. 
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Y2K  Conversion 

“You  shave 
costs,  employ¬ 
ees  get  to  learn  at 
their  own  speed  and 
you  can  easily  tailor  your 
training  to  meet  the  specific 
needs  of  small  groups  of  employ¬ 
ees  or  even  individual  workers.” 

The  Web-based  training  market  is  booming.  Such 
products  include  Place  Ware  Auditorium  from  Place  Ware 
Inc.  of  Mountain  View,  Calif.;  Proxicom  Forum  from 
Proxicom  of  Reston,  Va.;  Siemens  Virtual  University 
from  Siemens  Business  Communications  of  Santa  Clara, 
Calif.;  MeetingPlace  from  Latitude  Communications  also 
of  Santa  Clara;  Microsoft  Online  Institute;  VCampus 
from  UOL  Publishing  of  McLean,  Va.;  and  eRoom  from 
Instinctive  Technology  of  Cambridge,  Mass.  New  prod¬ 
ucts  are  arriving  on  the  market  almost  weekly. 

Lecture  Hall  Learning 

Web-based  training  tools  can  be  either  real-time  or  collab¬ 
orative  in  design.  Real-time  products  support  instructor- 
led  audioconferencing  or  text  conferencing  with  student 
interaction.  Collaborative  tools  allow  users  to  access 
training  materials,  take  tests  and  share  files  with  instruc¬ 
tors  and  fellow  students  at  their  own  convenience. 
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Emerging 

Technology 

A  real-time  instruction  tool,  such  as 
PlaceWare  Auditorium,  gives  students 
the  experience  of  attending  a  live  lecture 
where  they  can  see  and  hear  presenta¬ 
tions  and  pose  questions.  The  software 
allows  an  instructor  to  conduct  a  pre¬ 
sentation  over  the  Web  using  an  appli¬ 
cation  like  Microsoft  PowerPoint  and  to 
field  questions  from  students  via  text  or 
audio  simultaneously.  Students  gather 
inside  a  simulated  assembly  hall,  posi¬ 
tioned  in  virtual  chairs  and  rows. 
Students  in  the  same  row  can  talk  to 
each  other,  via  text  or  audio,  to  com¬ 
ment  on  the  lesson  or  make  remarks 
about  the  instructor.  Like  most  real-time 
Web-based  training  tools,  the  product 
requires  a  28.8Kbps  modem  and  a  Java- 
compatible  browser. 

The  emergence  of  Web-based  training 
tools  is  encouraging  organizations  to 
expand  and  enhance  their  training  pro¬ 
grams,  says  Bill  Shott,  president  of 
PlaceWare.  “Many  companies  are  turned 
off  by  traditional  training  because  it’s 
usually  a  scheduling  nightmare,”  he 
says.  Web-based  training  makes  schedul¬ 
ing  classes  almost  painless,  adds  Shott. 
“You’re  reaching  out  to  people  at  their 
own  desks,  so  the  logistics  are  greatly 
simplified.” 

Hewlett-Packard  Co.  is  preparing  to 
use  PlaceWare  Auditorium  to  train  3,500 
engineers  worldwide  on  new  product 
support  procedures.  “Auditorium  will 
allow  us  to  accomplish  the  training  faster 
and  cheaper,”  says  James  Morris,  a  sec¬ 
tion  manager  within  HP’s  customer  sup¬ 
port  organization.  “From  every  angle, 
using  the  product  makes  a  lot  more  sense 
than  gathering  everyone  together  in  a  sin¬ 
gle  physical  location,”  he  says. 

While  real-time  training  tools  are 
designed  to  mimic  actual  classroom 
instruction,  collaborative  offerings  tend 
to  resemble  groupware  products  like 
Lotus  Notes.  Collaborative  tools  enable 
organizations  to  publish  training  mate¬ 
rials  online — slashing  printing  and  dis¬ 
tribution  costs — while  giving  employees 
“anytime,  anywhere”  access  to  training 
information.  The  technology  can  also  be 
used  to  provide  self-paced  training  mod¬ 
ules  and  administer  informal  tests. 

Instinctive  Technology  Inc.’s  eRoom 
is  a  collaborative  product  that’s  designed 


Help  Wanted 

Finding  talented  programmers  in  a  highly  competitive 
market  requires  both  persistence  and  imagination 


JAVA,  INTELLIGENT  AGENTS, 

virtual  reality  and  other  leading- 
edge  technologies  are  arriving 
on  the  scene  at  a  breathtaking  pace. 
But  the  changes  are  also  leaving 
many  IS  managers  breathless  as 
they  attempt  to  find  programmers 
skilled  in  emerging  technologies 
to  fill  key  job  slots. 


The  problem  is  that  there  just 
aren’t  enough  individuals  trained  in 
new  disciplines  to  meet  the  growing 
demand  of  employers,  says  Stuart 
Emanuel,  president  of  Interim 
Technology,  a  technology  staffing 
and  consulting  services  firm  based 
in  Fort  Lauderdale,  Fla.  He  suggests 
that  managers  looking  to  get  a 
project  off  the  ground  search  inside 
their  ranks  for  programmers  who 
can  be  trained  in  a  new  technology. 
“Cross-training  is  an  often  over¬ 
looked  solution,”  he  says.  “C++,  for 
example,  is  not  too  dissimilar  from 
Java.  You  can  teach  Java  to  your 
current  C++  developers  with  rela¬ 
tively  little  effort.” 

When  cross-training  isn’t  possi¬ 
ble,  managers  simply  have  to  look 
harder,  says  Mike  Baldwin,  presi¬ 
dent  and  CEO  of  Virtual  Solutions, 
a  database  software  developer  in 
Irving,  Texas.  Baldwin,  who  says  he 
spends  over  30  percent  of  his  time 
recruiting  new  employees,  notes  that 
finding  talented  programmers  in  a 
highly  competitive  market  requires 
both  persistence  and  imagination. 

He  says  traditional  search  tech¬ 
niques,  such  as  help-wanted  ads  and 
professional  recruiters,  are  overused 
and  thus  ineffective.  Organizations 
should  promote  their  employment 
Web  sites  on  Internet  search  engines 
and  post  messages  in  programmer- 
oriented  newsgroups,  Baldwin  sug¬ 
gests.  “The  Internet  lets  you  bring 
your  message  directly  to  developers 


on  their  home  turf,”  he  says. 

Baldwin  also  recommends  that 
organizations  look  overseas  for  pro¬ 
grammers.  “We’ve  placed  immigra¬ 
tion  attorneys  on  retainer  and  now 
offer  in-house  English  language 
courses  for  those  new  employees 
who  require  them,”  he  says.  The 
company  is  also  developing  a  pro¬ 
gram  designed  to  teach  new  skills 
to  younger  programmers,  bringing 
them  up  to  speed  quickly  while 
providing  hands-on  experience. 

Incentives  can  help  managers 
attract  and  retain  hard-to-find 
employees,  says  Shaun  Maine, 


chief  technology  officer  at  Sanga 
International,  a  Java  software  devel¬ 
oper  based  in  Burlington,  Mass. 
“You  need  to  offer  something  that 
your  competitors  can’t  or  won’t,” 
he  says. 

Maine  says  an  imaginative,  flexi¬ 
ble  working  environment  can  also 
help  draw  skilled  programmers  to 
a  company.  “Any  organization  can 
throw  money  at  programmers,  but 
few  have  the  desire  or  ability  to  give 
their  programmers  creative  and 
intellectual  freedom,”  he  says.  “If 
your  organization  can  meet  this 
challenge,  it  should  have  no  trouble 
attracting  and  retaining  top  talent.” 

-}.  Edwards 
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ILLUSTRATION  BY  GREG  CLARKE 


Who  protects  Ft.  Knox? 


PENTIUM  PRO 


Only  InterServe™  mission-critical  NT  servers  are  safe 
enough  for  the  Ft.  Knox  IT  center.  Mention  "Fort  Knox"  and  you 
probably  think  of  stacks  of  gold  stashed  behind  heavily  guarded  steel  walls. 

But  for  the  U.S.  Army,  Fort  Knox  is  a  key  military  installation  supported  by 
one  of  their  most  advanced  IT  centers.  That's  where  you'll  find  InterServe 
servers  on  duty,  safeguarding  Fort 

Knox's  new  state-of-the-art  network.  l*1®  W0T^ 

On  specs  alone,  InterServe  !?rmjv'n9iS! 

earned  its  stripes  in  the  Army  s  toMaTOy  We'll  take 
information  infrastructure.  Powered  :  You  there, 

by  Intel's  200  MHz  Pentium®  Pro 

processors,  these  Windows  NT®  servers  offered  more  memory,  more  storage, 
and  better  benchmark  numbers  than  any  comparably  priced  equipment.  But 
it  was  the  flexibility,  growth  potential,  and  rich  level  of  service  and  support 
that  really  impressed  the  top  brass. 

No  company  understands  Windows  NT  like  Intergraph®  Computer 
Systems.  In  1992,  we  migrated  all  of  our  hardware  products  to  Windows  NT. 
Today  we're  the  Windows  NT  transition  experts,  helping  customers  deploy 
almost  every  type  of  application  from  databases  to  messaging.  We  have  the 
tools  and  the  team  to  deliver  a  complete  systems 
solution.  From  InterSite™  our  complete  site  manage¬ 
ment  solution,  to  AccessNFS,  the  industry's  easiest 
UNIX/NT  interoperability  solution.  All  backed  by  our 
own  worldwide  service,  support  and  consulting. 


□ 


To  learn  more 
about  the  Ft.  Knox 
application  and  our 
FREE  InterSite 
Mirroring  and 

SwitchOver  (IMAS)  software  offer,  call  1-800-763-0242 
and  ask  for  Case  Study  No.  22.  Or  reach  us  on  the  Internet  at 
www.intergraph.com/ics/interserve/casestudies/ftknox. 


INTERGRAPH 

COMPUTER  SYSTEMS 


Intergraph  and  the  Intergraph  logo  are  registered  trademarks  and  InterServe  and  InterSite  ore  trademarks  of  Intergraph 
Corporation.  The  Intel  Inside  logo  and  Pentium  are  registered  trademarks  and  the  Pentium  processor  logo  is  a  trademark  of  Intel 
Corporation.  Windows  NT  is  a  registered  trademark  of  Microsoft  Corporation.  Other  brands  are  trademarks  of  their  respective 
owners.  Copyright  1997  Intergraph  Corporation,  Huntsville  AL  35894-0001.  MC970174 
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to  provide  a  secure,  shared  workspace  on  the  Web. 
The  product  allow  users  to  work  interactively  with 
documents.  An  instructor  who  intends  to  work 
with  a  group  of  students  on  a  PowerPoint  presen¬ 
tation,  for  example,  simply  drags  the  presentation’s 
icon  from  a  local  hard  drive  onto  the  eRoom  desk¬ 
top  to  upload  it  to  the  Web  server.  Once  on  the 
server,  the  presentation  becomes  available  to  all 
group  members. 

The  software  automatically  tracks  versions  of 
pages  and  keeps  multiple  copies  of  documents, 
which  can  be  viewed  by  date  and  time.  The  man¬ 
ager  of  a  given  project  can  set  specific  document 
rights,  including  “normal,”  “read  only”  or  “coor¬ 
dinator  access.”  Documents  and  folders  are  moved 
from  a  local  PC  to  the  Web  server  in  standard 
hypertext  transfer  protocol  (HTTP)  format. 

Bellcore,  the  Piscataway,  N.J.,  provider  of  com¬ 
munications  software  and  engineering  and  con¬ 
sulting  services,  uses  eRoom  for  several  of  its  cor¬ 
porate  training  programs.  The  product  allows  the 
company  to  extend  the  life  of  its  printed  training 
materials,  says  Karen  Goeller,  Bellcore’s  director  of 
learning  support/Internet  solutions.  “Students  can 
get  more  value  from  their  training  by  moving  to  the 
Web.  Not  only  can  they  access  the  experts  within 
Bellcore,  but  they  can  ask  questions  of  each  other 
as  well,”  she  says.  She  adds  that  the  software  is  also 
useful  for  one-on-one  training.  “The  ability  to  drag 
and  drop  documents  is  a  real  help.  I  can  invite  a  col¬ 
league  in  Illinois  to  work  on  a  document  with  me, 
and  instead  of  constantly  exchanging  e-mails  with 
file  attachments,  we  simply  work  on  the  same  doc¬ 
ument  within  eRoom,”  she  says. 

But  Goeller  adds  that  collaborative  tools  like 
eRoom  have  their  limitations.  “An  organization 
really  needs  both  real-time  and  collaborative  tech¬ 
nologies,”  she  says.  “We  use  eRoom  as  our  campus, 
a  place  students  can  visit  to  retrieve  reference  mate¬ 
rials  and  submit  their  work.  But  for  live  training,  we 
use  Place  Ware  Auditorium,  which  supports  the  real¬ 
time  interaction  that’s  necessary  to  convey  compli¬ 
cated  technical  concepts.” 

Best  of  Both  Worlds 

As  the  Web-based  training  market  matures,  prod¬ 
ucts  that  combine  the  best  features  of  real-time  and 
collaborative  tools  are  beginning  to  arrive.  Santa 
Clara,  Calif.-based  Latitude  Communications’ 
MeetingPlace,  for  example,  is  a  conference  server 
that  resides  between  an  organization’s  PBX/tele- 
phone  network  and  LAN/intranet  infrastructure. 
The  system  works  with  its  user’s  Web,  phone,  e- 
mail  and  fax  resources  to  deliver  audio  instruction 
and  text-  and  graphics-oriented  training  materials 
to  large  or  small  groups. 


I  Want  to  Know  Now! 

Your  sales  manager's  best  client  has  just  accepted  a  job  at 
one  of  his  company's  competitors.  The  sales  manager  would 
probably  like  to  know  about  his  move  for  two  rea¬ 
sons.  First,  she  can  make  a  pitch  to  her  old  friend  at 
the  new  company.  Second,  she  can  make  sure  to 
be  the  first  to  call  her  client's  replacement 
and  ensure  continuity  in  that  company-to- 
company  relationship. 

San  Francisco-based  Inquisit  has  re¬ 
leased  a  revamped  service,  also  called 
Inquisit,  that  is  designed  to  keep  employ¬ 
ees  up-to-date  on  pertinent  news  and  in¬ 
formation  affecting  their  jobs.  (Originally  launched 
as  Farcast,  its  interface  and  delivery  methods  have  been  improved,  accord¬ 
ing  to  the  company.)  Inquisit's  goal  is  to  replace  the  piles  of  information 
stacking  up  in  offices  everywhere  with  electronic  data  on  specific  topics 
that,  depending  on  the  level  of  importance,  are  delivered  to  subscribers 
via  e-mail,  Web  browser,  cell  phone  display  or  pager. 

The  cost  is  $1 2.95  per  month  per  user  for  an  unlimited  number  of 
what  Inquisit  calls  intelligent  agents,  which  are  keywords,  such  as  a 
company  name.  Inquisit  culls  information  from  some  600  information 
sources,  including  such  varied  publications  as  Airline  Financial  News, 
Investor's  Business  Daily,  the  Jakarta  Post,  Jane's  Intelligence  Review, 

United  Kingdom  Venture  Capital  Journal  and  English  Newswire.  Although 
Inquisit  claims  the  agents  are  easy  to  set  up  and  modify,  technical  sup¬ 
port  is  also  included. 

For  more  information,  call  415  547-1600  or  visit  www.inquisit.com. 

Plug  'n'  Play  Documents 

WHAT  IF  YOU  COULD  WALK  INTO  A  BOOKSTORE  and  build 

your  own  book  from  whatever  was  on  the  shelves?  That's  the 
logic  behind  Hynet  Technologies'  combination  of  document 
management  and  electronic  publishing  technology. 

The  Digital  Library  System  uses  a  Web  browser  as  the  interface  to 
a  document  library.  Users  (or  administrators)  can  compile  specific  infor¬ 
mation  they  need  in  a  digital  document,  using  or  discarding  chapters 

depending  on  their  pertinence. 
For  instance,  if  you  were  training 
new  employees  for  your  call  cen¬ 
ter,  you  could  compile  a  manual 
encompassing  instructions  on 
how  to  use  the  customer  data¬ 
base  and  basic  new  employee 
information.  If  you  were  training 
current  employees  on  a  system 
upgrade,  you  could  create  a 
manual  comprising  solely  new 
information. 


114  CIO  •  DECEMBER  15,  1997  /  JANUARY  1,  1998 


http://www.cio.com 


ILLUSTRATION  ABOVE  BY  VALA  KONDO;  BELOW  BY  DIANE  FENSTER 
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the  box. 


You  don’t  have  to  “think  outside  the  box”  for  technology  solutions  anymore— our  I.T.  professionals 
have  done  it  for  you.  XLConnect  brings  you  the  powerful  advantage  of  experience  and  proven 
methodologies  to  solve  the  complex  challenges  of  planning,  building,  and  managing  technology 
solutions.  Based  on  our  best  practices  model,  our  proven  approach  to  enterprise  computing 
allows  us  to  “box  in”  complex  integration  issues  and  deliver  solutions  on  time  and  on  budget. 
So  don’t  think  outside  the  box— we’ve  packaged  everything  you  need  inside.  To  open  your 
own  solution,  call  1. 888.444. 4XLC,  or  visit  our  Web  site  at  www.xlconnect.com. 
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MeetingPlace’s  collaborative  features  allow  organizations 
to  manage  and  distribute  a  wide  range  of  support  materials, 
says  Glenn  Eaton,  Latitude’s  vice  president  of  marketing. 
“Real-time  instruction  can’t  stand  by  itself,”  he  says.  “It’s 
important  to  have  a  way  of  orchestrating  and  providing  the 
materials  that  back  up  what  the  student  sees  and  hears.” 

Budget  Rent  a  Car  of  Lisle,  Ill.,  uses  MeetingPlace  to  train 
virtually  all  of  its  counter  staff  at  nearly  1,000  U.S.  rental  sites 
on  company  policies,  problem  solving  and  customer  satisfac¬ 
tion  issues.  Using  MeetingPlace,  Budget  trainers  communicate 
interactively  with  classes  of  up  to  seven  students  throughout 
the  country.  Instructors  can  talk  to  the  students  as  a  group  or 
offer  individual  instruction.  Students  can  split  into  teams  to 
act  out  hypothetical  customer  service  and  sales  scenarios. 

The  technology  has  allowed  the  company  to  shave  costs 
and  boost  efficiency,  says  Paul  Kasten,  Budget’s  director  of 
training  and  development.  “In  1995,  we  trained  667  counter 
staff  at  approximately  $2,000  per  person  just  for  travel  time 
and  expenses,”  he  says.  He  points  out  that  audio-  and  data- 
based  distance  learning  has  decreased  the  overall  training  cost 
to  just  $156  per  student.  “Also,  we  are  now  able  to  train  a 
much  higher  percentage  of  new  counter  staff  who  can’t  fly  due 
to  family  commitments  and  other  personal  constraints.” 

Another  Web-based  training  tool  that  combines  real-time 
and  collaborative  approaches  is  LearnLinc  I-Net  from 
International  Learning  Interactive  Corp.  (Ilinc)  of  Troy,  N.Y. 
The  product  can  provide  audio  instruction  to  groups  of  vari¬ 
ous  sizes.  It  connects  the  instructor  to  students’  PCs  via  the 
Internet  or  a  corporate  intranet,  allowing  students  to  interact 
with  Web-based  training  content  in  real-time.  The  instructor 
can  call  on  a  student  when  he  or  she  sees  an  onscreen  “elec¬ 
tronic  hand”  raised.  The  product  supports  various  other  teach¬ 
ing  aids,  such  as  a  whiteboard,  a  training  library,  real-time 
quizzes  and  courseware  authored  in  Microsoft  PowerPoint, 
Macromedia  Authorware,  Asymetrix  ToolBook  or  HTML. 

Prosoft  I-Net  Solutions  Inc.,  a  Santa  Ana,  Calif.-based  com¬ 
pany  that  provides  classroom-based  Internet/intranet  train¬ 
ing,  uses  LearnLinc  I-Net  to  train  its  personnel.  Prosoft,  which 
teaches  people  how  to  use  Internet  and  intranet  tools,  employs 
approximately  85  instructors  at  42  sites  within  the  United 
States.  With  LearnLinc  I-Net,  the  company  can  train  its  field 
instructors  as  soon  as  new  courseware  is  ready  without  hav¬ 
ing  to  spend  time  and  money  transporting  employees  to  cor¬ 
porate  headquarters  in  Santa  Ana,  Calif. 

Choosing  the  right  Web-based  training  tool  depends  on  the 
task  at  hand,  says  Bellcore’s  Goeller.  “Lor  informal  or  update 
training,  a  collaborative  tool  that  allows  students  to  work  at  their 
own  pace  may  be  sufficient.  But  for  new  employee  training,  or 
for  presenting  complex  material,  you’ll  probably  want  to  pro¬ 
vide  real-time  interaction  between  students  and  instructor.” 

When  the  Web  Works 

Slow  connection  rates  and  sluggish  Web  performance  can  cool 
some  organizations’  enthusiasm  for  online  training,  says 
Place  Ware’s  Shott.  “But  you  can  accomplish  a  lot  over  a  low- 
bandwidth  line,”  he  notes.  “Contrary  to  the  perception  of 


o 
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There  are  four  components  to  the  digital  library:  a  search 
engine  for  readers,  conversion  tools  for  production  managers, 
a  linking  tool  for  making  data  available  and  a  management 
tool  for  creating  the  combined  document.  All  of  the  compo¬ 
nents  link  to  a  repository  that  in  turn  links  to  a  SQL-based 
database,  but  reordering  the  files  into  different  digital  docu¬ 
ments  will  not  affect  the  underlying  data. 

Compatible  platforms  currently  include  most  recent  Win¬ 
dows  releases;  versions  for  Sun  Solaris  and  Hewlett-Packard 
HP-UX  are  under  development.  The  software  supports  tradi¬ 
tional  and  simplified  Chinese,  Japanese  and  Korean  in  addi¬ 
tion  to  English.  The  digital  library  starts  at  $50,000,  with  no 
royalties  charged  for  documents  or  CD-ROMs  subsequently 
created.  For  more  information,  call  650  637-8398. 

Y2K  Conversion-Guaranteed 

IS  THIS  THE  SILVER  BULLET  YOU'VE  BEEN  LOOKING  FOR? 
Cap  Gemini  America ,  an  IT  and  management  consulting 
firm,  is  offering  the  outsourcing  deal  of,  well,  the  millenni¬ 
um.  It  will  renovate  between  750,000  and  1 .5  million  lines 
of  Cobol  code  running  under  MVS  from  your  Y2K  specs  for 
delivery  in  four  weeks,  guaranteed.  If,  within  90  days,  you're 
not  satisfied  with  the  quality  of  the  code,  according  to  Cap 
Gemini,  the  company  will  fix  it  or  refund  your  money. 

The  New  York  City-based  company  will  also  provide  price 
quotes  within  48  hours,  as  well  as  a  1 0  percent  discount  on 
projects  launched  within  two  weeks  of  the  bid  time.  The  cost? 
The  company  will  say  only  that  it  depends  on  the  size  of  the 
project.  For  additional  information,  call  888  Y2K-T0DAY. 


some  CIOs,  it’s  possible  to  send  audio,  text,  slides  and  other 
training  elements  over  28.8Kbps  lines  in  real-time.” 

Latitude’s  Eaton  predicts  that  Web-based  training  will  gain 
popularity  as  video  becomes  easier  to  implement.  “Right  now, 
Web  training  tools  are  mostly  limited  to  text,  graphics  and 
audio.  When  video  becomes  widely  available,  we’ll  really  be 
able  to  replicate  the  classroom  experience,”  he  says. 

But  Microsoft’s  Kabakov  says  she  doesn’t  think  Web-based 
training  will  replace  other  types  of  instruction  completely. 
“There  are  some  types  of  training  that  you  just  can’t  do  over 
the  Web — like  teaching  someone  how  to  fly  an  airplane.  But 
for  the  vast  majority  of  routine  training  applications,  the  Web 
will  win  hands  down.”  K3E1 


John  Edwards,  a  freelance  technology  writer  based  in 
Mount  Laurel,  N.J.,  can  be  reached  via  e-mail  at  70007.4 12 
@compuserve.com. 
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NOW  THAT  YOU  VE 
BEEN  MENTIONED 
IN  CIO,  YOU’VE  GOT 
TO  DECIDE  HOW  TO 


you  could  make 
a  lot  of  noise. 


What  better  way  to  inform  your  key  customers  of 
your  editorial  coverage  in  CIO  than  through  customized 
Editorial  Reprints? 

Leverage  the  positive  impact  of  your  editorial  cov¬ 
erage  by  using  reprints  for  direct  mail  campaigns,  trade 
show  and  seminar  promotions,  employee  communications 

CENUINE  REPRIN 


and  other  marketing  programs.  Let  us  enhance  your 
reprints  with  your  company’s  logo,  address  and  sales 
message.  Or,  order  copies  of  the  complete  magazine  for 
marketing  and  educational  purposes. 

For  information  on  customized  Editorial  Reprints 
in  volume  quantities,  call  Bill  Kerber  at  508-935-4539. 
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Conference:  March  23-26,  1998 

Exhibits  &  The  Internet  Open: 

March  24-26,1998 

World  Trade  Center  •  Boston 


The  Internet  OpenSM 

The  largest  live  demonstration  and  evaluation 
program  ofWeb-based  business  applications. 

The  Executive  Conference 
Internet  Strategies  For 
Business  T  ransformation 

Case  studies  of  successful  Internet  Commerce 
utilization  by  some  of  America’s  leading 
corporations. 

The  Internet  Town  MeetingSM 

The  liveliest  and  most  popular  forum  for 
debating  today’s  hottest  Internet  business 
issues. 

TA  Over  200  Internet  Vendors 
and  Internet  Open 
Application  Providers 

Kf  Plus... 

Visit  and  shop  at  America’s  largest  online 
bookstore  —  the  official  bookstore  of  ICE. 


The  Industry’s  Largest  and  Most 
Comprehensive  Conference  Program 

•  Over  100  Educational  Sessions 

•  Over  200  Expert  Speakers 

•  6  Keynote  Addresses  From  Internet  Industry  Luminaries 

•  Brand  Name  Vendor  Workshops 

•  Professional  Certification  Programs 

•  In-depth  coverage  of  the  today’s  most  vital  Internet  business  issues 


Register  NOW  to  attend  the  Internet  Commerce  Expo  in 
Boston.  ICE  is  the  ONE  event  dedicated  to  providing  you  the 
high  quality  programs  you  must  have  to  stay  at  the  leading  edge 
of  the  latest  innovations  in  Internet  and  Web-based  business. 


Don’t  wait.  Because  it's  not  business  as  usual  anymore. 

www.idg.com/ice 


INTERNET  COMMERCE  EXPO 


INTERNET  SOLUTIONS  FOR  THE  ENTERPRISE 


*IDG 

An  International  Data  Group  Company 


Presenting: 


Lotus 


Microsoft 
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commerce  BamesandNoble.com 

Participating  Associations: 


tammmm 

Software 

IIMIMBH 


TLWEBMASTERS'  GUILD 


1 

ComherceNet 


cP 


ASSOCIATION 
OF  INTERNET 
PROFESSIONALS 


MimUMBiaiHB  EL  ectrqnicI 

BZSs&BZZ&D 

•  The  Gateway  To  Emerging  Technologiei  • 

OMIMC 


Please  put  me  on  ICE!  I  would 
like  more  information  on: 


O  Exhibiting  O  Attending 


Name _ 

Title _ 

Company _ 

Address _ 

City/State/Zi  p _ 

Phone _  Fax _ 

e-Mail _ 

1 1 1  Speen  Street,  P.O.  Box  9 1 07,  Framingham,  MA  01701. 
Phone:  800-667-4ICE  (4423)  Fax:  508-370-4325 


The  more  insight  you  hove  into  inhot  others  ore  doing,  the 
better  you  con  plon  and  implement  your  oinn  Internet  policies 

Until  now  there  have  been  relatively  few  accounts  of  Internet  policy  benchmarks  and 
trends. That’s  what  makes  this  “best  practices”  resource  invaluable  to  anyone  who  must 
implement  a  practical  Internet  policy  or  enhance  one  already  in  place. This  report  was 
pre-released  and  beta  tested  by  CIOs  for  clarity  and  completeness. The  result  is  a 
reference  tool  that  you  can  implement  within  days  of  reviewing.  As  a  value-added 
bonus,  a  sample  memo  and  sample  policy  guidelines  have  been  appended  to  the  report. 

Save  $200.  As  a  special  offer  to  CIO  readers,  you  are  invited  to  purchase  “Maximizing 
The  Internet:  Policies,  Procedures  &  Best  Practices”  for  $395. This  is  a  savings  of  $200 
off  the  regular  price. 


CIO  COMMUNICATIONS,  INC. 

492  Old  Connecticut  Path  •  Framingham,  MA  01701 
(508)872-0080  •  http://www.cio.com 


An  IDG  Company 


□  I’d  like  to  take  advantage  of  the 
special  reader  offer.  Please  send  me 
the  “Maximizing  The  Internet:  Policies, 
Procedures  &  Best  Practices”  study. 

Please  mail  this  order  form  to 
CIO  Communications,  Inc., 

492  Old  Connecticut  Path, 
Framingham,  MA  01701  or 
fax  to  (508)  872-0618. 

□  Please  bill  me.  P.O.# _ 

□  I’ve  enclosed  a  check  for  $395. 

□  Please  charge  my  credit  card. 

Card  _ __ 

No. _ 

Exp.  Date _ 


“MAXIMIZING  THE  INTERNET:  POLICIES,  PROCEDURES  &  BEST 

PRACTICES”  EXPLORES... 

■  What  kinds  of  companies  have  implemented  corporate  Internet  policies  and 
why?  What  do  such  policies  cover?  How  are  they  enforced? 

■  Who  is  responsible  for  setting  and  enforcing  policy?  What  are  the  challenges 
facing  companies  that  implement  Internet  policies?  How  are  such  policies 
communicated? 

■  Who  is  responsible  for  designing,  developing,  and  managing  corporate  Web 
sites?  How  are  companies  currently  using  their  Web  sites? 

■  How  does  annual  revenue  and  size  of  company  affect  Internet  policy  making  and 
procedures?  Are  different  industries  doing  different  things? 

■  Is  monitoring  effective?  What  sanctions  have  been  imposed  for 
improper  use  of  the  Internet? 


Maximizing  The  Internet  Policies,  Procedures  &  Best  Practices 


Name 


Title 


Company 


Address 

City 

State 

Zip 

Telephone  No. 

Fax.  No. 

Email 

ShopTalk 


Steven  A.  Steinbrecher,  C/0, 
Contra  Costa  County,  Calif. 


Contra  Costa 
County's  Steve 
Steinbrecher 
on  Recruiting 
Students 

CIO:  What  inspired  you 
to  hire  students  to  fill  IS 
positions? 

I  heard  that  only  one  out  of 
every  eight  high  school  grad¬ 
uates  goes  on  to  college.  So  I 
figured  that  the  other  seven 
must  be  available.  You  don’t 
need  a  fancy  degree  to  con¬ 
figure  a  router  or  manage  a 
small  network.  Those  are  the 
people  I  went  after. 

Right  now  we  have  a  col¬ 
laborative  agreement  with 
one  of  the  East  County 
school  districts.  Three  of  the 
four  high  school  students 
who  worked  for  me  last 
summer  when  we  started 
this  program  are  staying  on 
during  the  school  year. 

What  do  you  offer  these 
students  in  the  short  term? 

Challenges.  And  the  oppor¬ 
tunity  for  them  to  accept 
responsibility.  And  quite 
frankly,  in  the  summertime, 

I  pay  them  $6  or  $7  an  hour 
versus  whatever  they  could 
have  gotten  flipping  burgers 
at  Mickey  D’s. 

And  for  the  long  term? 

We’re  letting  kids  know 
about  careers  they  might 
never  have  considered. 

There  are  a  whole  lot  of  kids 
who  don’t  want  to  go  to 
college.  School  systems  used 
to  have  vocational  schools, 


but  there’s  not  much  call  for 
wood  shop  or  metal  shop 
skills  now.  So  we’re  looking 
at  this  as  a  replacement  for 
vocational  ed,  saying,  “Look, 
you  don’t  necessarily  need  a 
four-  or  six-year  degree.  We 
can  send  you  to  a  specialized 
school  for  10  to  15  weeks, 
and  you  can  come  out  of  here 
with  a  job  that  pays  $40,000 
to  $50,000  a  year.”  You  can 
have  a  pretty  good  lifestyle 
in  California  on  that. 

Are  there  risks  from 
bringing  in  students? 

These  kids  have  a  tremen¬ 
dous  amount  of  potential, 
but  they  also  have  a  tremen¬ 
dous  amount  of  energy  that’s 
got  to  be  channeled  the  right 
way.  I  fully  expect  the  stu¬ 
dents  to  make  mistakes  ini¬ 
tially,  but  that’s  part  of  the 
trade-off.  It’s  like  baseball: 
You  have  some  players  play¬ 
ing  A  league  ball,  and  they 
make  errors.  Then,  with 
some  training,  they  move  up 
to  AA,  AAA,  and  they  get 


►  Line  of  Business  County 
government 

►  Bio  In  the  IT  business  since 
1972;  joined  Contra  Costa 
County  in  June  1 995  after 
serving  as  director  of  IS  for 
San  Joaquin  County,  Calif. 

►  Day-to-Day  Responsibilities 

Oversees  county's  information 

systems  and  is  key  member  of 

county  management  team 

►  Challenges  Recruiting  and 

retaining  IS  staff;  developing  the 
Technology  2000  Task  Force  for 
training  high  school  students 

better.  We  keep  a  close  eye  on 
these  kids’  performance. 

And  the  schools  are  helping 
us — unless  they  keep  their 
grade  point  averages  at  3.0 
or  better,  they’re  gone. 

Was  the  idea  a  hard  sell  to 
your  superiors? 

My  boss,  the  county  admin¬ 
istrative  officer,  is  very  sup¬ 
portive  of  getting  students 


involved  in  the  work  system. 
So  when  the  kids  make  a 
mistake  and  I  have  to  ex¬ 
plain  it  to  somebody,  I  know 
my  boss  will  say,  “Wait  a 
minute;  they’re  trying  to  do 
the  right  thing.” 

Could  a  program  like  this 
work  in  private  sector 
companies? 

Perhaps,  but  you’d  need  two 
things  for  it  to  succeed.  Buy- 
in  at  the  top  is  critical,  and 
you  need  a  workplace  cul¬ 
ture  that’s  able  to  handle  a 
little  risk.  This  wouldn’t  suc¬ 
ceed  in  an  IS  shop  that’s  very 
conservative  in  its  thinking. 

I  can  take  a  kid  and 
put  him  to  work  on 
my  internal  network, 
and  if  he  blows  it  up, 
it  isn’t  going  to  make 
a  whole  lot  of  differ¬ 
ence.  It  might  cost  me 
a  couple  of  hours  of 
downtime — it  may 
even  cost  me  $10,000 
in  staff  time — but  it’s 
not  going  to  cost  me 
market  share. 

Any  big  surprises  since 
the  program  started? 

Well,  there  was  one  boy 
who  showed  up  with 
green  fingernail  polish, 
but  we  got  that  squared 
away  on  day  one.  He 
evidently  came  in  for  his 
first  interview  pretty  much 
right  off  the  street.  He  was 
wearing  the  nail  polish,  and 
we  told  him,  “That’s  not  part 
of  the  dress  code  around 
here,”  and  he  got  the  mes¬ 
sage.  Then  it  became  kind  of 
a  standing  joke  between  the 
two  of  us.  When  I  teased  him 
about  it,  he  said,  “Yeah,  it 
was  even  metallic,  man.” 

-Tom  Field 
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Find  30,000  needles  in  a  haystack 


Finish  in  four  weeks 


Welcome  to  the  Year  2000  Application  Renovation  Gentef  from  Cap  Gemini  America 


W  hy  slid  <  your  in-house  developers  with  the  painful 
task  of  Y2K  renovations,  when  you  can  outsource  it  to 
a  factory  that  offers  turnaround  times  of  just  four  weeks 
from  spec  to  delivery,  with  a  100%  renovation  guarantee? 

Call  Cap  Gemini  America’s  TransMilletinium™  Services 
group  or  visit  our  Web  site  today.  Well  show  you  the 
automated  tools  and  high-speed  methodology  we’re 


using  to  analyze  and  renovate  more  than  2.5  billion  lines 
of  code  for  200+  clients  worldwide.  We  ll  provide  you 
with  a  price  quote  on  any  MVS  COBOL  or  other  language 
renovation  as  well.  And,  we  ll  reduce  that  quote  by  1 0% 
if  you  initiate  a  project  within  two  weeks. 

All  of  which  is  our  way  of  taking  the  Y2K  problem  off 
your  hands.  And  a  big  load  off  your  mind. 


For  Full  details,  call  Cap  Gemini  America  at  I-88B-Y2K-T0DAY.  Gr  visit  our  Web  site  at  www.usa.capgemini.com  y2k 


10%  on  projects  initi 
DISCOUNT  Within  2  weeks. 


100%  with  extended 
GUARANTEE  warranties  available 


from  spec 
to  delivery. 


on  standard 
renovation  groups 


Cap  Gemini 


Cap  Gemini  America,  Inc.,  TransMillennium1'1  Services,  1114  Avenue  of  the  Americas,  29th  Floor,  New  York,  NY  10036 


Our  Software  Secures  More 
Corporate  Data  Than  till  Our 
Competitors  Combined. 


More  clients  —  including  462  of  the  Fortune 
500  —  trust  CA  security  software  than  all  the 
partial,  proprietary  solutions  offered  by  IBM/Tivoli, 
Platinum  and  Boole  &  Babbage. 

CA  Security  Software  Is  #1. 

CA  holds  more  security  “firsts"  than  any  other 
vendor.  CA  was  the  first  to  secure  IBM's  DB2 
platform  (two  years  before  IBM).  CA  was  the  first 
to  identify  and  address  all  the  security  risks  of 


KwmjtmsYWesftL 


«h  Annul  Tectmotogy  Aim*  96 


Datamation 


UNIX  and  NT.  And  with  the  introduction  of  ICE 
(Internet  Commerce  Enabled™),  CA  is  the  first  to 
make  it  safe  to  do  business  on  the  Internet. 

Unicenter  TNG  Is  The  Industry 
Standard  For  Network  And 
Systems  Management. 

Unicenter®  TNG™  offers  the  only  integrated  solution 
for  true  end-to-end  enterprise  management.  With 
support  for  every  major  hardware  platform  and 
operating  system,  Unicenter  TNG  is  open,  scalable, 
extensible  and  100%  vendor-neutral.  In  addition, 
Unicenter  TNG  offers  all  kinds  of  powerful  and 


exciting  new  features  like  a  real-world,  3-D  inter¬ 
face  with  virtual  reality,  Business  Process  Views™ 
and  advanced  agent  technology. 

No  other  management  software  offers 
anything  like  it. 


Single  Sign-On  lets  users  use  one  password  and 
sign  on  once  for  every  platform. 

The  Best  Feature  Ot  All  Is 
Unicenter  TNG  Is  Shipping  Today. 

While  our  competitors  are  talking  about  a  frame¬ 
work  for  the  “future,”  Unicenter  TNG  is  a  proven 
software  solution  that’s  available  today.  It’s  real, 
it’s  mission-critical  and  it's 
up  and  running  in  thousands 
of  sites  around  the  world  for 
some  of  the  smartest  clients  in  the  world. 

Our  clients  sleep  soundly  every  night 
knowing  that  all  their  IT  assets  are  safely  protect¬ 
ed  by  the  best  security  software  in  the  world. 
Shouldn’t  you? 

For  More  information  Call 

1-000-064-2300 

Or  Visit  www.cai.com 

(Computer® 

/!  SSOCIATES 

Software  superior  by  design. 


SHIPPING 
TODAY 


Unicenter  TH6 
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